
CAREER DEVELOPMENT'S IMPACT ON ORGANIZATIONAL EXPANSION
ABSTRACT

The need for an organization to ensure that its workers /staff are sent periodically for appropriate training cannot be over employ sized.

The success of an organization depends on its workers whose skills and attitude contribute immensely. The aim of this study therefore is to bring to notice of employers the importance of periodical training of its staff.

 In undertaking this project, the researcher has provided as clearly as possible all explanations definitional and functions required for understanding of the topic and titled treated herein. This project will be beneficial to the Enugu State motor Manufacturing company (Indomie PLC) and also to other Business organization government co-operation and Para stables.

CHAPTER ONE

INTRODUCTIONS

1.1 BACKGROUND OF THE STUDY       

Scholars, academics, decision makers, and human resource specialists all view career development as a phenomenon worthy of attention. Stakeholders in human capital development work to address issues related to advancement in the workplace, including hiring, firing, training, and promotion (Armstrong, 2022). Additionally, businesses make an effort to oversee career advancement concerns and how they impact business expansion. The term "career development" refers to "an continuing, organised effort by an organisation that focuses on growing and improving the organization's human resources in light of the needs of both the employees and the organisation" (Babaita, 2022). By definition, career progression takes into account the desires of both the individual worker and the company. Therefore, career development may be seen as a platform that helps individuals plan for better future roles, both within and outside of their current businesses (Armstrong, 2022). This procedure ensures that businesses have access to sufficient, necessary, and formidable human resources, which is essential for achieving sustained success and staying at the forefront of their field. It's important to recognise the significance of the role that disruptions like restructuring, mergers, acquisitions, etc. play in shaping how both individuals and businesses think about and approach careers (Bartel, 2022).

While the concept of career advancement is not new, the question of who should be in charge of enforcing it often sparks debate. Who should be responsible for it more, workers or their employers? In contrast, in the modern era, people have been actively participating in career development (Hall, 2002) by pursuing their own educational and professional growth, which may or may not be in line with their current corporate goals (Armstrong, 2022). However, businesses might decide to train or develop their staff in a way that meets both their current and anticipated future needs. Essentially, in today's competitive labour market, it may be difficult for businesses to keep personnel who have been exposed to diverse training and development possibilities (Armstrong, 2022).

Babaita (2022) argues that in order to remain competitive, businesses must invest in improving the quality of both their products and the services they offer to customers. Human resources are an integral part of a company's key resources, so it's important that the organisation be able to protect its own employees. Providing employees with equal access to training and advancement opportunities is a proven method for retaining valuable staff. Human resource management, management, or an employee's own initiative can all fund and organise career development initiatives (Armstrong, 2022). Long-term efficiency and prosperity in an individual's professional life is the focus of career development (Decenzo &Robbins, 2010:211). A successful career requires both intentional planning and hard work from the individual. The training and development programmes and promotion opportunities made available by the company thanks to the efforts of the human resources department and the management team. Armstrong (2022) explains that while the term "training" is commonly used to describe the imparting of technical skills, the term "development" is more commonly associated with initiatives designed to enhance managers' interpersonal and conceptual skills. The training and development programmes organised by human resources are highly valued by both the company and its staff. And yet, according to Babaita (2022), "promotion means transferring employee from one position to another that has higher level in terms of money, responsibility, and the level of organisation." An employee's career development is complete when he or she is in a position to advance in the company.

Many people in today's workforce want to do more than just their job. They wish to find work that will allow them to develop further in areas that interest them and that are within their range of skills and experience. In addition to a salary and some perks, employees have other expectations from their positions, and their loyalty to the company is based on how well those expectations are met (Bartel, 2022). Employees are demanding more than just a steady paycheck and health insurance in today's high-standards economy. They want a profession that is a good fit for them in terms of interests, personality, and skills, as well as one that complements their entire life. The majority of businesses overlook this requirement, however, and as a result, their employees lack access to the resources and learning opportunities necessary for professional advancement (Bartel, 2022).

Career progression is no longer dependent on staying with one company; instead, job hopping and frequent job switching are everyday occurrences (Armstrong, 2022). Today's workers need to strike a balance between their ambition for advancement and their satisfaction with their existing employers if they want to achieve professional success. Opportunities for professional development have emerged as a key factor in the employee-organizational connection, according to recent studies. Organizations that help their workers advance in their careers foster a relationship of mutual involvement with them (Armstrong, 2022) that strengthens morale and increases employee dedication to the company (Weng, McElroy, Morrow, & Liu, 2010). Nonetheless, it is reasonable to assume that an employee's dedication to building a career as opposed to merely maintaining employment status will be a critical factor in any correlation between career advancement and job satisfaction.

We employ Weng's (2010) multidimensional conception of career growth rather than thinking about advancement in one's career in terms of the general usefulness of one's current position for future career outcomes (Bedeian, Kemery, & Pizzolatto, 1991). According to his concept, advancement in one's career depends on four things: achieving one's professional goals, gaining expertise in one's field, being promoted to higher-level positions, and being paid more. This perspective on climbing the corporate ladder is, at heart, one that is unique to each individual and each company (Babaita, 2022). So, according to his definition, career advancement is a reflection of how satisfied an employee is with the ways in which his or her current employer supports and rewards his or her professional development (Bartel, 2022). As a case study of indomie plc, this research endeavours to shed light on the significance of career advancement as a factor in the expansion of the company.
1.2     STATEMENT OF THE PROBLEM

High salaries, good working conditions, health and dental insurance, retirement plans, stock purchase programmes, reduced work hours, technological advancement, educational reimbursement programmes among others might seem to be the necessary ingredients for individual happiness and fulfillment in the world of work. Despite these benefits, there are many employees at all levels that appear to be dissatisfied and delusion with themselves, their work and their future. Most workers realize that in any organizational setting, they must have opportunities for continuing growth and advancement if they are to be satisfied. Where the employer can provide the worker with these opportunities, a proper attitude of loyalty and satisfaction can be developed and performance enhanced.

In the past, the word “work” often had a negative connotation, implying something that was done for economic survival and was not expected to provide personal employment. Most workers today are looking for a career that means something more than just a job with the usual fringe benefits. These problems necessitates the need to carry out a study on the importance of career development as a determinant of organizational growth, a case study of indomie plc.

1.3 
Research Questions  
1. What type of career development programmes is available to workers in Indomie PLC? 

2. How often is development programmes mounted for workers in Indomie PLC? 

3. What are the impacts of career development programmes on the productivity of the workers? 

1.4 
Objectives of the study 

The main objective of this is to assess the career development programme provided to the workers in Indomie PLC manufacturing company in Enugu, Enugu State of Nigeria. Specifically, the study intends to: 

Identify the type of career development programmes available to the workers in Indomie PLC. 

Ascertain how often the development programmes are mounted for workers.
Determine the impact of career development programmes on the worker’s productivity in the Indomie PLC. 
1.5 
Statement of Hypotheses 

The under listed null hypotheses were tested in this study at 0.05 level of significance. 

H01: There is no significance difference between the mean ratings of senior and junior employers regarding the type of career development programmes available to workers in Indomie PLC.  

H02: There is no significance difference between the mean ratings of experience and inexperience employers in respect of how often the development programmes are mounted for workers in Indomie PLC.

1.6 SIGNIFANCE OF THE STUDY

The focus of the study is primarily on training development of workers in Indomie PLC as they contribute towards the realization of the set objective of the organization and various ways through which training and development were conducted for the workers. How worker a being selected and what factors should  be satisfied in order to enable them improve their productivity.

Generally therefore the study focuses on how training and development can help in solving the problem of low productivity.

The importance of the study endeavuor it to highlight or why organization accord much emphases on the training and development and why it is regarded as a vital human resources management system.

This system will be limited to the workers training and development in a organization in general and Indomie PLC in particular. 

CHAPTER TWO
LITERATURE REVIEW AND THEORETICAL FRAMEWORK
2.1 
Literature Review 

Until recently there has been a general resistance to investment of training in the public service because of the believe that “workers hired under a meut system must be presumed to be qualified, that they were already trained for their jobs and that if this was not so it was evidence that initial selection of personal was at fault.’’(Stahl, 1976). This assumption has been jettisoned as the need for training became obvious both in the private and the public sectors. 

Many organizations have come to recognize that training offers a way of developing skills, enhancing productivity and quality of work, and building worker loyalty to the firm (http://www.bls.gov/oco/ocos 021.htm). They have seen for themselves that training is where skills are developed, attitudes are changed, ideas evolve and the organization is reinvented. In the course of learning the skills that will increase sales, build effective teams, improve quality standards or meet a wide range of other objectives, workers create a new organizational culture (Babaita, 2010). 

Training means investing in people to enable them to perform better and to empower them to make the best use of their natural abilities for overall effectiveness and efficiency of an organization. An organization is seen to be effective and efficient if there is demonstrable increase in productivity (Goldstem and Gillian, 1990; Ranft and Lord, 2000; Daniels, 2003; Babaita, 2010). There is need for continual training and retraining especially with the impact of rapid technological changes on existing skills and jobs. From the literature review, the workers are seen as an indispensable group in the entire office in the labor markets; hence the training given to them is such that assists an individual to be occupationally competent by providing him with learning experiences that will help him develop skills and ability for making sound decisions. 

There are numerous problems (funding, lack of training facilities, lack of manpower, etc.) which have continued to affect the training of workers thereby hampering their optimal productivity (Iwuoha, 2009). Despite the recognition of importance of training by management experts and government in white papers on various reforms in Nigeria, the experience of manpower (staff) training and development (Okotoni and Erero, 2005) in the Nigerian public service has been more of ruse and waste. 

A study carried out by Okotoni and Erero (2005), on the topic titled “Staff training and Development in the Nigerian Public Service” aimed at identifying the experience of Nigerian public services on staff training and development with view to understanding the problems being faced. The researchers found out that training and development helps to ensure that organizational members possess the knowledge and skills they needed to perform their job effectively, taken on new responsibilities, and adapt to changing conditions. They also found that the experience of staff training and development in the Nigerian public service has been more of ruse and waste. They recommended that the government should avoid the use of quack consultants in training the public servants.  

In another study carried out by Iwuoha (2009) on the topic titled “Impact of 

career development programmes on Secretaries Productivity in selected Business Organization in Owerri” aimed at identifying the adequacy of development programme provided to the secretaries in the selected business organizations in Owerri. The researcher employed a survey research design. The population of the study was 50 respondents using simple random sampling technique, while questionnaire was used for data collection and mean scores for data analysis. It was found that development programmes were adequately provided for the secretaries by the management of these organizations in such areas as seminar, conferences, workshops, etc. The researcher recommended that the secretaries should be given periodic leave with full pay to fully acquaint them with the latest skills.  

2.2.1 HUMAN RESOURCE TRAINING AND DEVELOPMENT 

Training and development falls under HRD function which has been argued to be an important function of HRM (Weil & Woodall 2005). 
A. Training 

As one of the major functions within HRM, training has for long been recognized and thus attracted great research attention by academic writers (see e.g. Gordon 1992, Beardwell, Holden&Claydon 2004). This has yielded into a variety of definitions of training. For example, Gordon (1992, 235) defines training as the planned and systematic modification of behavior through learning events, activities and programs which result in the participants achieving the levels of knowledge, skills, competencies and abilities to carry out their work effectively. 

It is worth nothing that, as researchers continue with their quest into the training research area, they also continue their arguments into its importance. Some of these researchers argue that the recognition of the importance of training in recent years has been heavily influenced by the intensification of competition and the relative success of organizations where investment in worker development is considerably emphasized (Beardwell et al. 2004). Related to the above, Beardwell et al. (2004) add that technological developments and organizational change have gradually led some employers to the realization that success relies on the skills and abilities of their workers, thus a need for considerable and continuous investment in training and development. 

B. Benefits of training 
The main purpose of training is to acquire and improve knowledge, skills and attitudes towards work related tasks. It is one of the most important potential motivators which can lead to both short-term and long-term benefits for individuals and organizations. There are so many benefits associated with training. Cole (2001) summarizes these benefits as below: 

High morale – workers who receive training have increased confidence and motivations; 

Lower cost of production – training eliminates risks because trained personnel are able to make better and economic use of material and equipment thereby reducing and avoiding waste; 

Lower turnover – training brings a sense of security at the workplace which in turn reduces labor turnover and absenteeism is avoided; 

Change management – training helps to manage change by increasing the understanding and involvement of workers in the change process and also provides the skills and abilities needed to adjust to new situations; 

Provide recognition, enhanced responsibility and the possibility of increased pay and promotion; 

Help to improve the availability and quality of staff. 

C. 
Human Resource training needs 
According to Wognum (2001, 408), training and development needs may occur at three organizational levels namely; (1) strategic level where needs are determined by top management while considering organizations goals, mission, strategy and problems, which need to be resolved or fixed (2) tactical level where needs are determined with middle management while considering developments needs to the coordination and cooperation between organization units and (3) operational level where needs are determined with lower executive management and other workers while considering problems related to operations such as productivity problems of individual workers and departments in subject. In order to enable an organization formulate human resource training and development goals that will enable both formal and informal human resource training and development methods and programmes create a workforce that enables effectiveness and competitiveness, it is worth giving consideration to, providing proper coordination as well as proper incorporation of the needs within the three levels The first issue is to identify the needs relevant to the organizations objectives. According to Wognum (2001) and Torrington et al. (2005), there are three categories of identifying training and development needs. These include: resolving problems, this focuses on workers’ productivity, improving certain working practices, this focuses on improvement regardless of the productivity problems and changing or renewing the organization situation, which may arise because of innovations or changes in strategy. The above are summarized in Table 1 below. It is worth putting in mind that during the identification of training needs, there is need to create, develop, maintain and improve any systems relevant in contributing to the availability of people with required skills. Moreover, career development programmes should be designed to carter for the different needs. Further still, the training programme, content and the trainees' chosen depend on the objectives of the training programme (Milkovic& Bordereau 2003). 

A number of approaches have been highlighted in previous literature for identifying needs (Edmond & Noon 2001; Torrington et al. 2005). These are the problem-centred (productivity gap) and profile comparison (changes and skills) approaches. Similarly, a number of approaches for analyzing training needs depending or either new or current workers have been pointed out by earlier studies (see e.g. Torrington et al. 2005, 390 – 392). The two most traditional approaches being the problem centered approach and the profile comparison approach. The problem centred approach focuses on any productivity difficulties and the corporation analyses if the problems are due to insufficient skills, which then need to be developed if the problem is to be solved. Profile comparison approach on the other hand focuses on matching the competencies with the job filled, whether new position or existing position. Some changes in strategy and technology may also bring the need for new or additional skills. 

D. 
Types of Training 
There are various methods of training which can be used to effect training. The particular training method used depends on time, cost, effort instructor’s preference, number of trainees, depth of knowledge needed, background of the trainees, etc (Igwegbe, 2009). There are many approaches to training, but the researcher will concentrate more on the types of training commonly used in today’s organization. Such as on-the-job, skills, retraining, cross functional, team, creativity, literacy, diversity, crisis and customer services training. Others according to Okotoni (1997) are; orientation/induction course, in-house-training, workshops, seminars, conferences (offthe-job-training) off-the-job pupilage training. 

On the other hand, Halim and Ali (1988) categorized training into two types; preserving and in-service training. To them, pre service training is more academic in nature and is offered by formal institutions following definite curricula and syllabuses for a certain duration to offer a formal degree or diploma. While in-service training, on the other hand, is offered by the organization from time to time for the development of skills and knowledge of the incumbents. The researcher will concentrate on the inservice training hence the study centered on this subject. In service training include; induction/orientation, foundation, maintenance or refresher, career or development training.  

1. Off-The-Pupilage career development programmes: These are for officers in administration, accounts, co-operatives, engineering departments who are trained in recognized higher institutions of higher learning. They are long-term career development programmes.  

2 Induction/Orientation Training: Is given immediately after employment to introduce the new extension staff members to their position. Foundation Training: is appropriate for newly recruited personnel, every staff member needs some professional knowledge about various rules and regulations of the government, financial transaction, administrative capability, communication skills, report writing, leadership ability, etc. 

3 Maintenance/Refresher Training: this keeps specialists, administrators, accountants, supervisors and frontline workers updated and enables them add to the knowledge and skills they have already. 

Career or Development Training: is designed to upgrade the knowledge, skills and ability of workers to help them assumed greater responsibility in higher positions. This is departmentally arranged. On-the-Job-training: is ad hoc or regularly scheduled training such as fortnightly training under the training and visit (T&V) system of extension for superior officer or the subject-matter specialists to the subordinate field staff.  

Off-the-Job career development programmes:- are refresher’s courses involving officers in the management cadre such as administrative officers, accountants and professionals. The training is usually a short term programme like 3-5 days. No matter the type of training involved, the fundamental aim of training is to assist the organization achieves its purpose by adding value to its key resource such as people it employs.  

2.2.2 worker productivity 

worker productivity is normally looked at in terms of outcomes. However, it can also be looked at in terms of behavior (Armstrong 2000). Kenney et al. (1992) stated that worker's productivity is measured against the productivity standards set by the organization. There are a number of measures that can be taken into consideration when measuring productivity for example using of productivity, efficiency, effectiveness, quality and profitability measures (Ahuja 1992) as briefly explained hereafter. Profitability is the ability to earn profits consistently over a period of time. It is expressed as the ratio of gross profit to sales or return on capital employed (Wood &Stangster 2002).  

Efficiency and effectiveness - efficiency is the ability to produce the desired outcomes by using as minimal resources as possible while effectiveness is the ability of workers to meet the desired objectives or target (Stoner 1996). Productivity is expressed as a ratio of output to that of input (Stoner, Freeman and Gilbert Jr 1995). It is a measure of how the individual, organization and industry converts input resources into goods and services. The measure of how much output is produced per unit of resources employed (Lipsey 1989). Quality is the characteristic of products or services that bear an ability to satisfy the stated or implied needs (Kotler& Armstrong 2002). It is increasingly achieving better products and services at a progressively more competitive price (Stoner 1996). 

As noted by Draft (1988), it is the responsibility of the company managers to ensure that the organizations strive to and thus achieve high productivity levels. This therefore implies that managers have to set the desired levels of productivity for any periods in question. This they can do by for example setting goals and standards against which individual productivity can be measured. Companies ensure that their workers are contributing to producing high quality products and/or services through the process of worker productivity management.  

This management process encourages workers to get involved in planning for the company, and therefore participates by having a role in the entire process thus creating motivation for high productivity levels. It is important to note that productivity management includes activities that ensure that organizational goals are being consistently met in an effective and efficient manner. 

productivity management can focus on productivity of the workers, a department, processes to build a service, etc. Earlier research on productivity of workers has showed that workers who are satisfied with their job will have higher job productivity, and thus supreme job retention, than those who are not happy with their jobs (Landy 1985). Further still, Kinicki&Kreitner (2007) document that worker productivity is higher in happy and satisfied workers and the management find it easy to motivate high performers to attain firm targets. 

2.2.3 Effect of Training on productivity 

In the real world, organizational growth and development is affected by a number of factors. In light with the present research during the development of organizations, worker training plays a vital role in improving productivity as well as increasing productivity. An organization is seen to be effective and efficient if there is demonstrable increase in productivity. 

 Productivity can be seen as the raison d’etre of management since it provides how efficiently production inputs are used in an economy (Bartel, 1994). As the development is focusing more in the worker’s personal growth, successful workers prepared for positions of greater responsibility must have analytical, human, conceptual, and specified skills. For this reason, corporate management globally is concerned with productivity because it is regarded as a main indicator of efficiency when comparisons are made with competitors in the labor markets (UK.NOP Business., 2001). 

In one way or another, the two are related in the sense that worker productivity is a function of organizational productivity since worker productivity influences general organizational productivity. In relation to the above, Wright &Geroy (2001) note that worker competencies change through effective training programs. It therefore not only improves the overall productivity of the workers to effectively perform their current jobs but also enhances the knowledge, skills an attitude of the workers necessary for the future job, thus contributing to superior organizational productivity. 

Through training the worker competencies are developed and enable them to implement the job related work efficiently, and achieve firm objectives in a competitive manner. Further still, dissatisfaction complaints, absentism and turnover can be greatly reduced when workers are so well trained that can experience the direct satisfaction associated with the sense of achievement and knowledge that they are developing their inherent capabilities (Pigors& Myers 1989). 

The importance of productivity in any organization can hardly be overstated, that is why the organization exposed their workers including managers for maximum productivity. Productivity is often seen as total output/total input. That is effectiveness of the use of the factors of production to produce goods and services. When an organization integrates resources, physical and human will, this will result a better output. Babaita (2010) recommended that organization should monitor their firm’s productivity using the following tools: employment costs per unit of output and costs as a ratio of sales value; add value per worker; labor costs as a percentage of added value, sales vale per worker, etc. 

Most of the benefits derived from training are easily attained when training is planned. This means that the organization, trainers and trainees are prepared for the training well in advance. According to Kenney & Reid (1986) planned training is the deliberate intervention aimed at achieving the learning necessary for improved job productivity. Planned training according to Kenney and Reid consists of the following steps: 

Identify and define training needs  

Define the learning required in terms of what skills and knowledge have to be learnt and what attitudes need to be changed.  

Define the objectives of the training  

Plan training programs to meet the needs and objectives by using right combination for training techniques and locations.  - Decide who provides the training  

Evaluate training.  

Amend and extend training as necessary.  

2.2.4 The other factors affecting worker productivity 
1. 
Management – Subordinate relationship 

As organizations strive for flexibility, speed and constant innovation, planning with the people and not for the people ensures a positive relationship to productivity improvement When workers are given freedom to participate in organizational decision making for example, there is are high chances of having mutual trust between management and workers. Mutual trust and cooperation help to break the barriers between the two parties. The workers will not resort to strikes and work stoppages without exhausting all the available channels of resolving the dispute. workers will be motivated because management considers them as partners in contributing to organizational success instead of being seen as mere subordinates and therefore will avoid engaging into counterproductive behaviors hence improved productivity through timely achievement of organizational goals and objectives (Carrel, Kuzmits & Elbert 1989). Additionally, (Ichnniowski 1997) argues that innovative human resource management practices improve productivity like use of systems related to enhance worker participation and flexibility in the design of work and decentralization of managerial tasks and responsibilities. 

2.  
Working conditions 

Although working conditions do not have a direct impact on production or output, they indeed have an indirect productivity for example if the manual or mental work involved in certain jobs in a factory is tiresome, it will result into endangering not only the company property but also result into accidents which may further involve such incidents like loss of life. This might have adverse effects on the morale of the entire work force. Therefore organizations should establish working conditions that do not affect the work force negatively by providing among other things noise free environments, adequate lighting systems, adequate temperatures (Hogber 2005). 

Organizations can prevent accidents and maintain good safety records through development of a positive safety culture to ensure good working condition hence productivity improvement (Newstrom 2002). 

3. 
Reward system 

The overall aim of reward systems is to attract and retain quality human resources. When the pay conditions are perceived by the worker as equitable and in relation to their productivity improvement. Organizations can use non-financial rewards like transport fee, incentive schemes to increase productivity (Armstrong 2006). Additionally, organizations should adopt reward systems that are similar to the industry in which they operate or organizations can develop productivity based pay systems in order to reward workers according to the set productivity standards and profitability goals. Therefore for productivity to improve, organizations need to create and maintain a sense of fairness equity and consistence in their pay structures (Davar 2006). workers expect that the employers will purchase their labor at a certain price. 

4. 
Manufacturers unionization 

In creating a healthy work climate, both management and workers unions should have a united hand and in the well-being of the organizational workers. Unionizations improve the industrial relations in instances where the management allows free participation of workers in trade unions. Management and trade unions will negotiate through collective bargaining processes the conditions of workers employment. Nilsen (2002) argued that industrial peace is a very important aspect for productivity and growth of organizations. If the organization is plagued by industrial disputes and strikes, productivity is bound to decrease. 

 In other words, for overall productivity to improve health unionization should be considered and industrial disputes prevented through negotiations, conciliation rather than confrontation (Daft 1997). 

5. 
Team work 

This is when two or more people interact and coordinate to accomplish a specific goal and objective. When organizational members work together in teams, coordination of organizational goals and objectives becomes easier. This will lead to the teams sharing productivity goals and thus lead to improving the morale of the workers which will later lead to improvements in productivity. Team works encourages open communication between workers and have compliment skills which enable them to achieve more in a specified period of time as compared to when the individual is working alone hence creating synergy (Daft 1997). Additionally, Stoner (1996) argues that workers in teams often unleash enormous energy and creativity reduces boredom because teams create a sense of belonging and affiliation hence increase in worker's feeling of dignity and self-work. However, teams have the potential to be productive but the degree of productivity depends on the relationship between management and the working team. Therefore support from management enhances productivity of teams and productivity improved in general. 

2.3 
Theoretical Framework 

Manpower development can be described as a system involving a circle of input, through put and output. It equally involves the man, the job and the environment. There is a relationship and interdependence between these tripartite. While training and development needs constitute the input and through put, the results of training and development make up the output.  
The system theory thus, provides the theoretical framework upon which manpower planning and development in Indomie PLC is being evaluated. 

The system theory was propounded by Easton (1961). The systems perspective assumed a system as a set of interrelated and independent parts arranged in manner that produces a unified whole. From a system perspective, an organization is seen as being made up of interdependent factors, including individuals (managers, workers, supervisors, etc), groups, attitudes, motives, formal structure, interactions, goals, status and authority Owojor and Asaolu (2010).  

The system approach believes that system is made up of parts which are differentiated in some ways but are connected to make up the whole though the interaction between its component parts and with the external environment. The organization as an open system cannot exist in isolation. It must exchange energy and information/competencies with its environments. Every system is loosely connected with many other sub-system or sub-units. For example, organizational system is loosely coupled by the following elements; raw materials, equipment, administrative personnel, working tools, managers, workers, supervisors and other workers. 

The organization is environments within the larger environment. It is important for the organization to expand its functions in order to bring it into closer relations with the surrounding environment. For example, managers, workers, supervisors are recruited from outside the organization; while funds may be internally or externally generated. The system theory gives the mangers a way of looking at an organization as a whole and as part of the larger external environments. In doing so, systems theory is of the view that activity of any of the organization affects activity of every other part. The job of a manager is to ensure that all parts of the organization are coordinated internally so that the organization’s goal can be achieved. 

With this, the manager has to ensure that the activities of both human resources and materials are well coordinated and represented in terms of motivation and training of staff- including workers to enable them fit in the environment of work.  

Training and development is a mixture of activities aimed at improving the productivity of personnel in organization for the attainment of continuous improvement in productivity. An organization does not exist in a vacuum; hence it is dependent on its external environment. Organization invests in people to enable them to perform better and to empower them to make the best use of their natural abilities for overall effectiveness and efficiency of an organization.  

An organization is seen to be effective and efficient if there is demonstrable increase in productivity. The workers are expected to meet the needs and expectations of the organization by performing their responsibilities to the organization. The Job of an organization manager, supervisor etc, is to assume that all parts of the organization are coordinated internally so that the organization are not self-contained. They rely on their environment for life sustaining inputs. 

One possible explanation of the system theory is that it is based on the interrelated and interdependent parts arranged in a manner that produces a unified whole. An organization as being made up of interdependent factors such as individuals (Managers, supervisors, workerss, etc), groups, attitudes, motives, status and authority (Ibeaja, 2009), are connected to make up the whole through the interaction between its components parts and with the external environment. 

The organization as an open system cannot exist in isolation; rather it exchanges energy, information and training with its environment. Application of system theory on the implication of training and development on the workers productivity programmes in Okotoni and Erero (2005), personnel in any organization as part of the entire organization remain the most invariable asset for growth and development. 

Training and re-training are essential components of manpower development. Manpower development and training play a major role, if not decisive in promoting economic growth with equity, they benefit individuals, enterprise, and the economy and society at large, and the can make labor markets function better. 

The implications of this theory is that organizations and trainers should watch changes and demands of the labor market so that they could rethink, reposition repackage and re-engineer their missions, messages and methods in line with the changing requirements of the labor market and those of the labor market continue. (Usoro, 2010). 

The relevance of system theory to this study is based on ideal staff training and development, hence this will no doubt produce economic, social and political growth. It is unfortunate, however, that most career development programmes that have been embarked upon at various levels of government in Nigeria have not produced the desire results mainly due to attitudinal problems on the part of government, organization and the trainees. 

CHAPTER THREE

RESEARCH METHODOLOGY
3.1    Research Design 

 In defining design, Odo (1992:43), stated that designing implies out lining the name of equipment and other materials the research intends using, applying some to successfully execute the practical aspect of the research study. 

 A descriptive survey method was used for this study. It is important to determine the method and procedure adopted in this research report since it gives the reader background information on how to evaluate the findings and conclusion. 

3.2     Population of the Study 

Since it is usually not possible to study the entire larger population of Manufacturing firms in Nigeria, the researcher has chosen Indomie PLCs in Enugu, Enugu, as the studied population in order to find a possible solution to which involve a total of 250 workers including top and junior staff. 

3.3 Sample Size and Sampling Techniques 

Sampling is a process of selecting a given number or any portion of that population for the purpose of obtaining information for generalization about the large population Nwabuokei (1986:47). Sampling population is used to avoid possible errors in dealing with population. The population size was narrowed down to determine the sample size. A statistical formula was used in determining the sample size. 

120 is the total sample size used in the research.
 

3.4 
Sources of Data 

The data for this research work was collected from both primary and secondary sources of data. 

3.5.1 Primary Sources of Data 

Primary data is data collected directly from first-hand experience. The only primary source of data employed in this study is a structured questionnaire conducted by the researcher within the office and premise of Indomie PLC in Enugu, Enugu, administered to relevant staffs of the Manufacturing firm. The purpose was to get their personal views on a number of issues. 

3.5.2 Secondary Sources of Data 

Secondary data is collected from available books, publications, research studies, articles and internet, websites and annual data from various statistical sources.

Commission of Nigeria. 

3.6 Method of Data Presentation and Analysis. 

To present the collated data and analyze it empirically, the descriptive statistics is employed. This shall be briefly discussed below. 

3.6.1 Method of Data Presentation. 

Descriptive statistical tools such as Tables, Charts and percentages are used in presenting the collected information or raw data. Where applicable, items in the four point questionnaire with positive responses were ranked 4, 3, 2, 1, with 4 standing for strongly agree (SA), 3 for agree (A), 2 for disagree (D), 1 for strongly disagree (SD).  

On the other hand, items that shows dislike were ranked from 1 to 4, with 4 standing for strongly disagree (SD), 3 for disagree (D) 2 for agree (A) and 1 for strongly agree (SA). These are depicted in the ensuing Tables. 

3.6.2 Method of Data Analysis 

Haven presented the data in tables and ranked by percentages according to number of responses; the interpretations of the data are thereafter done, usually beneath each table. The study employs simple description to analyze the data based on presented facts. A general analysis and a decision rule are made based on the value of the information used. The socio-demographic information of respondents is analyzed, thereafter; their responses to each of the questions asked are also discussed and chi – square was used as the statistical tools used for testing more than two population using data base on two independent random samples. 

CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.1 Bio-Data of Respondents 

Table 4.1: Information on Gender of respondents 

	   Status   
	   Frequency  
	   Percentage % 

	  Males  
	         99 
	      83.5% 

	  Females  
	         21 
	      17.5% 

	   Total  
	         120 
	      100 


 Source: Research survey 2020. 

As depicted in Table 4.1 above, majority of the participants are males with a frequency of 99, (83.5%). The Female respondents were 21 i.e. (17.5%). This shows a greater number of the employees at the manufacturing firm were males.

Table 4.2:  Age of respondents. 

	      Age 
	 Frequency  
	      Percentage % 

	      18-25 
	           29 
	24.2          

	      26-35 
	           48 
	 40 

	      36-45 
	           31 
	 25.8 

	      46-55  
	           8 
	6.7 

	      56 and above 
	           4 
	3.33 

	     Total 
	         120 
	            100% 


Source: Research survey 2020. 

The data obtained from the questionnaire, shown in Table 4. 2, reveals that 48 respondents between 26 to 35 years of age representing 40%, formed the majority. 31 respondents, each between 36 to 45 years of age representing 25.8% and 29 respondents each between 18 to 25 years of age representing 24.2% respectively. 8 respondents each between 46 to 55 years representing 6.7% and 4 respondents each between 56 to 59 years representing 3.3% respectively. The results reveal that the case companies employ mainly young people. 
Table 4.3: Marital Status of respondents. 

	   Status   
	   Frequency  
	   Percentage % 

	   Single  
	             35 
	            29 

	   Married  
	             80 
	            67 

	   Separated  
	              5 
	            4   

	   Total  
	            120 
	           100 


  Source: Research survey 2020. 

From the above table 4.3, 35(29%) respondents are single; 80(67%) respondents are married while 5(4%) respondents are divorced. This shows that majority of the respondents are married. This implies that most of the respondents have people who depend on them for sustenance. Obviously they understand the value of obtaining improved and timely training at affordable cost to their families and for the community at large. It should be noted also that this majority are experienced people who by nature of their dynamic training also understand the subject matter of this study. These facts have undoubtedly lent weight to this study. 

Table 4.4:  Grade levels of respondents. 

	   Grade levels 
	      Frequency  
	      Percentage % 

	Primary  
	0
	0 

	Secondary  
	9
	7.5 

	Diploma  
	18 
	15.0 

	Degree  
	57 
	47.5

	Above degree level 
	36 
	30

	Total  
	120 
	100 


   Source: field Survey 2020. 

From the table 4.4 above, it is evidenced that the respondents from Indomie PLC, Enugu, hold a range of educational qualifications falling between secondary level and above degree level. Of the respondents from Indomie PLC, 7.5% had a secondary school certificate, 15% had a diploma, 57% had a degree and and 30% had post degrees. The majority of the respondents (47.5) were degree holders, indicating that there is much skill among the workers in the company but still need much training to improve worker skills so as to improve their productivity at work. 

Table 4.6 Period of employment with Indomie PLC
	Years  
	Frequency 
	Percentage % 

	1-15 
	61 
	50.8 

	16-25 
	38 
	31.7 

	26-36 
	15 
	12.5 

	Above 37  
	6 
	0.5 

	Total  
	120 
	100 


 Source: Field Survey 2020. 

As illustrated in Table 4.6 above, it is evident that over 50% of the respondents have worked for the companies for 1, to 15 years, 31% of the entire population have worked for the case Indomie PLC for 16 to 25 years of age, 12.5% have worked for 26 to 36 years of age and the remaining 5% have worked for these company for over 37 years. These results indicate that the case Indomie PLC has good worker retention systems. The results also imply that these workers require constant training and development programs to keep them updated with their skills as well as the company developments, for example, technological and customer related developments so as to improve their productivity. 

Table 4.7 Respondent’s participation in career development

	Response 
	Frequency 
	Percentage % 

	Yes 
	87 
	72.5 

	No 
	33 
	27.5 

	Total  
	120 
	100 


Source: field Survey 2020. 

The results in the table above show that 87 respondents representing a 72.5%, have undergone training with Indomie PLC. The remaining 33, representing a 27.5%, indicate that they have not gone through any sort of training by the company for which they work for. This implies that the case company do not target training for all Indomie PLC workers but probably for specific workers. Alternatively, it could be so that training is targeted for specific workers from specific job levels or task-related job training. 

Table 4.8 Selection for training 

	Criteria 
	Frequency 
	 % 

	On joining the Manufacturing firm  

 
	40 
	33.3 

	Supervisors recommendation  

 
	16 
	13.3 

	Compulsory for all workers  

 
	34 
	28.3 

	Upon worker request  

 
	6 
	5 

	productivity appraisal  

 
	4 
	3.3 

	Don’t know  

 
	20 
	16.7 

	Total  

 
	120 
	100 


Source: Field Survey 2020. 

Table 4.8 above illustrates the results from the question about how the respondents were selected for training in their companies of work. The results indicate surprisingly that a large number of these respondents were selected to participate and, thus, receive training on joining the company. This proportion of respondents is represented by 33.3%. As would be expected in many cases, 34 respondents were selected for training under the criteria of all workers going through the training and this is represents by a 28.3%. It is however surprising that although other workers were selected based on their supervisors recommendation (16 respondents representing a 13.3%), upon their own request to receive training (6 respondents representing 5%), a big number of the response rate came from the respondents who were not aware of why they were selected for training. This implies that the training approach employed is only understood by the superiors leaving the trainees unaware of the entire training process. 
Table 4.9 Training schedule 

	Criteria 
	Frequency 
	Percentage % 

	Training schedule  

 
	3 
	2.5 

	Quarterly  

 
	9 
	7.5 

	Once a year  

 
	21 
	17.5 

	Every two years  

 
	30 
	25 

	No specific schedule  

 
	57 
	47.5 

	Total  

 
	120 
	100 


Source: Field Survey 2020. 

The schedule of worker training at the case Indomie PLC, as reported in the results above indicates that the majority of respondents represented by 47.5% were under no specific training schedule. This means that they had no particular training schedule whereby they would be required to participate in training anytime as planned by the HRM team of the company. The other 25% of the respondents were seen to participate in training every two years, 17.5% participated once a year, 7.5% every six months and the rest of the respondents indicated that they were scheduled for training on a quarterly basis. 

Table 4.10 Methods of facilitation at the training 

	Facilitation method  
 
	Frequency 
	Percentage % 

	Lecture  

 
	4 
	3.3 

	Demonstration  
	21 
	17.5 

	Discussion  
	40 
	33.3 

	Presentation  
	40 
	33.3 

	Seminar  
	15 
	12.5 

	Total  

 
	120 
	100 


Source: Field Survey 2020. 

A number of methods of facilitation that are comely employed during training are presented in Table 4.10 above. These are important in understanding the different ways trainees receive training under the both the on-the-job and off-the-job training method classifications. As revealed above, the most common methods of facilitation identified by the respondents as prevailing during their training are discussions (representing 33.3%) and presentations (representing 33.3%). The other methods demonstrations, seminars and lectures represent the remaining 17.5%, 12.5% and 3.3% respectively. These results indicate that the case company strongly emphasis discussions and presentations. This could be partly explained by the nature of the business of these district offices (being more customer oriented for example calls for a need to take on facilitation methods that seem more customer focused). 
Table 4.11 Impact of training methods on skill 

	Response  

 
	Frequency 
	Percentage % 

	Yes  
	104 
	86.7 

	No  
	16 
	13.3 

	Total  
	120 
	100 


Source: Field Survey 2020. 

In analyzing the responses obtained from the respondents on the impact of training methods on their skills, the findings showed that the majority of the respondents, 86.7%, believed that the training methods used during training had an impact on their skills. However, a small percentage (13.3) believed otherwise. This result indicates that the training methods used during training in the case companies clearly focus on particular skills and, thus, skill development is emphasized. 

4.12 Training programme quality 

	Response  

 
	Frequency 
	Percentage % 

	Very poor 
	0 
	0 

	Poor 
	7 
	5.8 

	Average 
	16 
	13.3 

	Good 
	35 
	29.2 

	Very good 
	61 
	50.8 

	Excellent 
   
	1 
	0.8 

	Total  

 
	120 
	100 


Source: Field Survey 2020. 

Table 12 above presents the responses given by the respondents on the quality of the career development programmes for which they participated. The findings indicate that the majority of the respondents (61 respondents representing a 50.8%) were contented with the quality of the career development programmes for which they participated. This result indicates clear deliverance of training content and/or substance to the trainees during the training programme. On the other hand, the 7 respondents representing a 5.8% indicated otherwise.  

4.13 Relevance of training to respondents work 

	Response  

 
	Frequency 
	Percentage % 

	Not relevant at all  
	0 
	0 

	Not relevant  
	0 
	0 

	Not sure  
	16 
	13.3 

	Effective  
	83 
	69.2 

	Very effective  
	21 
	17.5 

	Total  
	120 
	100 


Source: Field Survey 2020. 

The above table reports results from the relevance of the trainings received by the respondents to their work. Majority of the respondents (83 representing 69.2%) reported clear effectiveness of these trainings on their work. This result is in line with the result earlier reported on the selection of respondents for training which revealed that most of these respondents were selected on joining Indomie PLC, they work for and compulsory training for all workers. This indicates that HRM puts a lot of emphasis on training that will add value to and thus relevant to the current work for those selected for training. 

4.14 Impact of training on the productivity of the respondents 

	Response 

 
	Frequency 
	Percentage % 

	Yes 
	111 
	92.5 

	No 
	9 
	7.5 

	Total 

 
	120 
	100 


Source: Field Survey 2020. 

The responses in table 4.14 above were collected on the impact of training on the productivity of the respondents from the case company Indomie PLC. The relationship is considered relevant as it is the center of this thesis. The results clearly indicate that over 110 respondents representing a great percentage of 92.5% link training to their improved productivity. This result is in line with prior literature which presents that training impacts worker productivity partly through improving worker skills which enables them know and perform their jobs better (Wright & Geroy 2001; Swart et al. 2005; Harrison 2000; Appiah 2010). 
4.15 Need for further training 

	Response 

 
	Frequency 
	Percentage % 

	Yes 
	99 
	82.5 

	No 
	21 
	17.5 

	Total 

 
	120 
	100 


Source: Field Survey 2020. 

It was relevant to find out whether the respondents felt the need for further training. Based on the responses above, 99 respondents representing 82.5% of entire sample revealed a need for further training. Majority of these indicated that based on the nature of their jobs in particular and company businesses in general, there is ever changing technology which presents ever changing customer demands for which they have to cope with. This in their opinion calls for frequent training so as to keep up-todate in all situations. 
4.2 
Test of Hypotheses 

The hypotheses which were stated earlier in chapter one would be stated in this chapter for acceptance or rejection. 

Hypotheses can either be null hypotheses (ho), that which is tested or the alternative hypothesis (hi), that which is available to be accepted when the null hypothesis has to be rejected. If we cannot reject the null hypotheses, we do not conclude that the null hypotheses is true but merely that it may be true. 4.2.1 Hypotheses One (H01)  

There is no significance difference between the mean ratings of male and female employers regarding the type of career development programmes available to staff in Indomie PLC in Enugu.  

The above hypothesis was tested using questionnaire items 1–10. The results of the t–test statistical tools used shown on table 4. 

Result of t–test difference between the mean ratings of male and female employers regarding the type of career development programmes available to staff in Manufacturing firm s in Enugu 

Table 4.1 

	Options 
	Frequency 
	Percentage % 

	Yes 
	100 
	              83        

	No 
	20 
	              17 

	Total 
	120 
	            100 


  Source: Field, Survey 2020 

 Using X2 
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       =   53.33 
Therefore, the calculated X2 = 53.33 

    Degree of freedom = (n-1) (k-1) 

    = (2-1) (2-1) 

           = 1 

Decision 

 From the chi-square for 1 degree of freedom at 5% level of significance, the tabulated X2 value is 3.84. This shows that the computed value of 53.33 is greater than the tabulated value of 3.84 i.e 53.33 > 3.84. 

Conclusion 

Based on the above analysis, the researcher rejects null hypothesis (HO) and accept the alternative hypothesis (HI). There is no significance difference between the mean ratings of senior and junior employers regarding the type of career development programmes available to workers in Indomie PLC in Enugu.  

4.2.2 Hypothesis Two (H02)  

There is no significance difference between the mean ratings of experience and inexperience employers in respect of how often the development programs are mounted for staff in Indomie PLC in Enugu. The above hypothesis was tested using questionnaire items 11-18. The results of the t-test statistical tools used shown on table 4. 

Result of t-test difference between the mean ratings of experience and inexperience employers as to the regularity of the development programmes mounted 

for staff 

Table 4.2. 
	Options 
	   Frequency  
	   Percentage % 

	Yes 
	           110 
	             92 

	No 
	             10 
	              8 

	Total 
	           120 
	           100 


Source:  Field, Survey 2020 
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Therefore, the calculated X2 = 83.33 

   Degree of freedom   = (n - 1) (k - 1) 

    =   (2 -1) (2 - 1) 

    = 1 

Decision 
  From the chi – square for 1 degree of freedom at 5% level of significance, the tabulated x2 value is 3.84. This shows that the computed value of 83.33 is greater than the tabulated value 3.84 i.e 83.33> 3.84. 

Conclusion 

 Based on the above analysis, the researcher rejects the null hypothesis (HO) and accepts the alternative hypothesis (HI). That is, there is no significance difference between the mean ratings of male and female employers in respect of how often the development programmes are mounted for workers in Indomie PLC in Enugu. 

4.3 
Major Findings        

From the analysis and interpretation done so far in the course of this study, the researcher shall herewith elaborate on some major findings. 

Firstly, the finding of the study revealed the situation of training and development in Enugu and showed that majority of the workers satisfied with the strategic T&D of the firm. There are very few organizations which fulfilled the demand with reference to the requirements of strategic Training & Development. This leads towards widening the gaps between the required skills and the attained skills of the workers. These circumstances are disturbing the balance and equilibrium of better productivity in HRM and development via T&D. Therefore, to fulfill this gap companies are giving attention on the training and implementing a high level roadmap for strategic T&D. 

Secondly, it is found that – development programmes were mounted for staff in Manufacturing firm s in Enugu. The table shows that with a grand mean of 3.84, the employers agreed that the development programmes were regularly mounted for staff Enugu This programmes ranges from half-yearly and bi-annually. We can therefore conclude that the scheme is relevant and its productivity is indeed significant to the people of Enugu state and Nigerian by extension.  

The findings reported in this study suggest that training and development have a great effect on the productivity of workers with regards to their jobs. This result is broadly consistent with prior management literature on training and development. In order to gain more specific knowledge of training and development from the sample company, different questions are presented to the respondents and thus examined.  

CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
5.1 
 Summary 

The aim of this study is to determine whether motivation is effective in achieving higher productivity among workers in Indomie PLC, other relevant areas which the study highlighted are: the reaction of the workers towards their duties when motivation is employed by the employer and how the managers can apply motivational theories of management in their attempt to direct the job behaviour of workers towards the goals of their establishment. 

The general description of the area of study, which depicted the inevitability of motivation in achieving higher productivity in an organization, was stated. In the course of the study, statement of problem such as; workers leaving the organization due to poor motivation, their unwillingness to perform their duties well and how to motivate them to achieving desired productivity level were pointed out. To ascertain the application of the motivational techniques by the organization concerned and to know the problem inhibiting the success of the workers’ motivation in the organization forms essential part of the objectives of the study. Questions relating to the objectives and problems were also looked at. 

The study looked into some review literatures that covered different models and theories on motivation by different scholars, various definitions given by several management scholars, different means of motivating workers or simply type of motivation and the importance of motivation. Various textbooks, journals, articles and other scholarly materials were used to get terms, ideas, concepts and academic as well as professional viewpoints. 

The management team of Indomie PLC, together with important officers of the organization were selected as the study population with the use of simple random sampling. Both primary and secondary data were also used for this research work. The primary data was based on questionnaire while the secondary data was based on published and unpublished works. The data collected were processed and analyzed through the use of t-test statistics. 

5.2 
Conclusion 

Human resources (personnel) in any organization remain the most invaluable asset for growth and development, hence training and retraining is essential components of manpower development. Training and personnel development is a mixture of activities aimed at improving the productivity of personnel in organizations for the attainment of continuous improvement in productivity. Training and human development assists workers to learn how to use the resources in an approve way that allows organization to meet its desired output. Staff are required to perform varied competences in their profession that will make then saleable in the labor market. It is the possession of these skills needed by the labour market that will enable them contribute maximally to Manufacturing firm s in Enugu and national development of the Nigerian nation. However, for the organization and government to make training and personnel development to become effective in the service cycle, they have to tackle the challenges of introducing new orientations on training contents, training evaluation, attitudes to training and training utilization. 

5.3 
Recommendations 

The essence of training and development in Manufacturing firms in Enugu cannot be over emphasized. It has been observed that training is very important in every aspect of an organization. It enhances the efficiency of staff, increases output and motivates workers for better productivity.  

It has been discovered that training and human development are not isolated from human resources. Even in the advanced countries and in most computerized organization, training and development cannot be overlooked because; human are the ones to operate this equipment. 

From the findings, the following recommendations were made: 

 Organization is seen to be effective and efficient if there is demonstrable increase in productivity, therefore, any training and personnel development must be based on proper analysis of its contribution to the effectiveness and efficiency of an organization.  Staff should be expose to regular professional training areas such as foundation, career or development, preservice and off-the-job-pupilage training as to enhance their productivity in the organization. It is also necessary for the staff to be exposed to seminars, conferences and workshops to enable them keep abreast with the challenges posed by modern business offices.  

The development programmes of managers should be done on yearly or regular basis; hence training involves systematic, professional and development of skills, knowledge and attitude necessary for performing specific schedule of duties. There should be free flow of information to enable all the staff aware of the career development programmes available both internally and externally. 

There should be effective utilization of integration of resources, physical and human will to yield high output or productivity. Also, on-the-job and in-house methods of training should be used extensively by organizations and government, especially in the training of junior staff as they tend to be cheaper and more effective. 

Indomie PLC should also introduce reward system for outstanding productivity so as to motivate workers to always put in their best during each training period. This will assist them in identifying those staff that has special skills and talents. Indomie PLC should expose all their staff to training at least once in every year. This will make the workers to meet up with the changes in their services and work processes as may be driven by the competitive environment. 

Instead of downsizing those workers with years of experience and recruiting new ones, Manufacturing firms in Enugu should rather invest in training and development of their experienced staff. This will help them to reduce the cost of frequent recruitment and selection. 
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QUESTIONNAIRE
Dear Respondent, 
I am a student of ……………………………………………

I am carrying out a research project titled: the appraisal of career development programme.

 I thereby seek your cooperation in response to the questions below. Your response will serve as essential inputs for this study. Be assured that any information generated shall remain confidential and strictly for the purpose of this study.  
Thanks, in anticipation of your cooperation. 
INSTRUCTION: please tick (    ) inside chosen box 

A: Background of Staff 

1. Gender 

Female ( ) 

Male ( ) 

2. Age 

18 – 25 ( ) 

26 – 35 ( ) 

36 – 45 ( ) 

46 – 55 ( ) 

56 – 59 ( ) 

3. Marital status 

Single ( ) 

Married ( ) 

Divorced ( ) 

Widowed ( ) 

Separated ( ) 

Educational background: ……………………………………… 

How long have you worked for the organization? …… Years´ 

Have you had any form of training since you joined the organization? 

a) Yes ( ) b) No ( ) 

If “yes” to the question above, please continue with the questions below. 

How were you selected for training? 

On joining the company 

Supervisors recommendation 

Compulsary for all workers 

Upon worker request 

productivity appraisal 

Don’t know 

10. How often do you undergo training? 

Quarterly ( ) 

Every six months ( ) 

Once a year ( ) 

Every two years ( ) 

No specific schedule ……………………………….………………………………………… 

11. What are the methods of facilitation at the training you have attended? a) Lecture 

Demonstrations 

Discussions 

Presentation 

Seminar 

Do the methods used during training have any impact on your skill? 

a) Yes ( ) b) No ( ) 

How will you rate the quality of the training programme/s for which you have participated? 

Very poor ( ) 

Poor ( ) 

Average ( ) 

Good ( ) 

Very good ( ) 

Excellent ( ) 

14. How relevant were the trainings you received to your work? 

Not relevant at all 

Not relevant 

Not sure 

Effective 

Very effective 

In your opinion, do you think training has helped improve your job productivity? a) Yes b) No 

Would you require further training for motivation towards productivity improvement to enable you contribute to increased productivity? a) yes ( ) b) No ( ) 

If “yes” to the question above, please provide reasons as to why below. 

………………………………………………………………………………………………………

……………………………………………………………………………………………………… 

What problems do you face with regard to training and development within your organization? 

………………………………………………………………………………………………………

……………………………………………………………………………………………………… 

Please specify any ways you think training and development in your organization can be improved. 

…………………………….……………………………………………………………………… ……………………………………………………………………………………….…………… 

Thank you for your response.
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