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[bookmark: _GoBack]ABSTRACT
The broad objective of the study  objective of this study is to the impact of staffs development in effective management of government parastatals of NEPA District in Enugu State. The study adopted a survey research design and with the aid of convenient sampling method, the researcher enrolled 36 participants in the study who are staff in  NEPA district in Enugu State. Self constructed questionnaire was issued to the respondent.  A total of 30 responses were received and validated from the enrolled participants. Data was analyzed in frequencies and tables using simple percentage, mean and standard deviation. Findings from the study revealed that Training and development role helps to prepare employees to perform optimally in their present job and also helps to prepare them for broader responsibilities in the future. Findings from the study reveals that training and development  has not been given so much attention NEPA district in Enugu State even though research has shown that this is prerequisite for effective organizational performance and employee efficiency. The 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  BACKGROUND OF THE STUDY
Tuoyo (1982) pointed out the electricity occupies a strategic position in the social and industrial development or any country and in indeed any company n industrial age, .he further affirmed that without electricity, economic and industrial activities might be paralyzed. The National electricity corporation ofNigeriaand the Niger Dams Authority development and allocation inNigeria. NEPA there fore, constitutes for the purpose of developing the vastNigeriafor the purpose of development the vastNigeria  primary electricity resources as consumers.
The demand for electricity supply is rated higher than the supply provided by NEPA. This has led to, the irregular supply of electricity provided by NEPA inNigeriaespecially atEnugudistrict.. The significance of electricity is such better appreciated, when one realizes that all-manufacturing processes on whatever scale requires electric current. In fact, it can it be stated that in most cases, other sectors of the economy rely on the available of the electricity for its existence t and surval. NEPA was therefore, established to operate with a focus on social, economic and political objective which are expected to be met simultaneously. A critical examination of those objectives shows that there are conflicts in their simultaneous fulfillment. For example, resource mobilization ad revenue generation objectives are pure economic goals, which focus focus on equity principle a purely social goal. The combination and pursuance of these goals with spurious harmonization and sometime stifling ministerial comfort especially on pricing investment and administration decision create serious management, operational and organizational problem. These problems have reflected in the poor financial returns to investment in NEPA and also quality of institutional performance in terms of electricity supply distribution network system, irregular meter reading and billing illegal connection, successive production cost irregular equipment, servicing and maintenance.
Management must actively plan now for change and the effect of change (Thomas, 1985). New technology, trends in design, new consumer services, fashions in product, changes in labour market, competition among other must have to be planned for to be able to survive technological change of this information and age (livy, 1988). Peter sheal and weatherman (1982) averred that today, we are replacing the managers as order giver, with the manager as d mobilize, sensitize, and a coach. The order giver, manager have all the answer and tell every one what to do. While the manger,  or sensitize know how to draw the answer out of those who know them best or the people doing the job. This is what Naissbitt and abundance (1990). Described as the necessary principles for co-operation. Co-production and cross-fertilization of ideas and exchange of formation and expertise. They Further affirmed  that the resultant impact of the above necessary principle include: to stimulate workers to embark on change to discover the potentials inherent in their lives as man and apply those potential to become more althonomous,  to encourage workers towards action in form  of open expression based on critical view of ideas and interest. Sheal (1992) noted that there are four reasons why staff training has become more important in the growth and development of the present society. These four reasons include: 
Completion and market pressure for improvement in the quality of products and services. Rapid change in technology and the job people do. Changes in the work force composition and expectations. Immediate long – term skills, shortages. With accelerating changes in technology and system many traditional industrial and clerical jobs have changed, radically or become obsolete. Golds with and Buck (1985) opened that new jobs have been created particular in the service and information based industries. United state labour Department (1987) adduced that an average American entering  the work force today will change career at least three time during his working life a similar situation applies to European workers who are now facing the increased Labour mobility and skill demands generated by single market. The further made it clear that in order to cope with these changes, people need portable skills that will keep them employable when their current job change or vanish. When organization recruit workers, they may have the skill and experience to do the job but as work environment and job changes, they need to up data their skills. If employees, don’t have opportunities for training, retraining and development the (they and) their skill can become obsolete. Dore (1976) opined thst opportunities for training and updating their industries will become obsolete. Callaway(1984) stressed that technological development have led to a high percentage of skills and knowledge based jobs a greater demand for skilled workers. He also opined that there is problem for countries likeNigeria, unlikeFrancethat has 80 percent skilled workers, Haly 78 percent andGermany67 percent. These figures according to peter sheal (1992) explains why developing countries such as Nigerhave very high unemployment, this lack of skilled workers has limited business expansion and the use of new technology and production techniques. In the past people expected their education and training to last for time. Now it is only a basic foundation for a persons working life the implication is that need constant education  and training today to enable  him develop as to able to acquire empowerment necessary as a mean redefining, the motions for adapting to the changing technology in Nigeria, the  increasing proportion of managerial, supervisory  and professional workers in the work force has led to a  greater demand or professional development greater demand or professional development opportunities. This in turn has encouraged a demand from all levels of staffs for increased training and development. Nobody want to  be obsolete in his career. Beeker and Tobia (1990) affirmed that increase in recognition that only quality products and services. Many organization are introducing quality management and quality assurance programmes which requires the co-operation involvement and retraining of the work force it they are to be successful staft training and development are recognized as the primary means for achieving the needed better quality products and service required to compete in the world markets.
By ensuring that you staff are trained and helped to develop their skill you can be on the way of success. Many organizations are encouraging their staff to become proactive and less bureaucratic. Decision-making is being pushed down the line, with more emphasis being placed together in teams and assuming greater responsibility. Staff training and development is one as pect of this proactive approach to management and one way of generating more initiative and flexibility in your people. No braining is value free. If the basic values and philosophy of training are not those of the work place and conflict with other employees, feel disappointed and frustrated when they return to their job. Involving activities related training and development include: 
1.   Discussing future, work with your employees.
2.  Introducing a new staff to the department
3. Getting one staff to show another how to do something.
4.  Conducting staff meeting 
5. Delegating
6. Coaching one staff and providing guide line
7. Conducting a performance review meeting
1.2 STATEMENT OF THE PROBLEM
The idea that managers and supervisors should be responsible for training and developing their staff is still fairly new but rapidly gaining influences. Sheal (1992) presented some reasons for training of staff for improving performances as follows that leadership means influencing the behaviour of other staff positively that is by helping them to improve their knowledge and skills. Problems. In short, poor communication among staff, lack of training or immature attitudes.  Bennett, (1989) and fowler (1990), Bucklay and cable 1990 averred that the greatest problem in developing countries is wrong attitude to work both managers and supervisor who feel they are the Boss (alpha and omega) while others are servers to them. Sheal and Austin (1989) assumed up that staff training and development is face to face leadership that pulls together people with interests, encourage them to step up to responsibility and continued achievement and treats as full scaled partners and contributors. However, it are silt of fraud, moral Laxity, found in Electricity corporation of Nigeria (ECN) and the Niger Dams Authority (NEPA). Also, there has been retrenchment and threats to retrenchment. Despite efforts made in staff training and development in NEPA Enugu has gone. This is because of the nature of the job and demand on the staff at any time. It is to find out the relevant of other people views and personal experience on staff training that motivated the research to take to this study.The problems of this study include: How adequate or inadequate the resources human and non-human available encourage staff training in NEPA,Enugu, Difficulties in understanding the extent NEPA’s objective are achieved, How the avail able training will meet the needs of the staff of NEPA,Enugu, How political and leadership style staff training programmes in NEPA.
1.3  PURPOSE OF THE STUDY
The broad objective of the study  objective of this study is to the impact of staffs development in effective management of government parastatals of NEPA district study includes the following:
1. Ascertaining the adequacy of resource of resource of NEPA.
2. Determining the extent the object are achieved.
3. Ascertaining how the training scheme meet the staff needs and the relation ship with the job on return.
4. Determining how political or leadership style affect staff training programmers in the NEPA.
1.4 RESEARCH QUESTIONS  
To guide this study four researches were formulates follows:
1. To what are the extents of resource adequacy for NEPA staff training for improved out put?
2. What are the extents to which the objectives of staff development in NEPA Enugu are be achieved?
3. How does the available training meet the needs of the staff with relevance to their Job?
4. How does political and leadership style affect staff training programmes in NEPA?
1.5 SCOPE OF THE STUDY
The scope of this study is limited to national electric power authority. The main focus of the study borders on resources, objective training needs it relevance to job on return and leadership style impact of their training programme.  
1.6  SIGNIFICANCE OF THE STUDY

The result of this study would help exposes the level of resource available for the implementation of staff training scheme. Also, it would help the NEPA evaluate the past and if possible make amend where necessary. The result would help the management of NEPA to see the extent their main objectives are being achieved. This finding would also create the base that would provide a focus that if staff training decisions are based on policy and produce, NEPA are likely to be made better and more economical. It is hoped that the result of the study would create base that would facilitate the understanding of need for change and plan a head for the effect. It is also expected that the result would help suggest systems approach to management. This involves planning, organizing staffing controlling and co-ordinating for greater result of workers productivity
 1.7 THE HISTORY OF NEPA
Electric power development inNigeriastarted towards the closing year of the last century when the first generating plant was installed in the city ofLagosin 1898.
From this data onwards and until 1950, the pattern of electricity development was in the form of individual electricity undertaking set- at various towns, some of them by the federal government under the jurisdiction of the public works department, some by the Native Authorities and one or two large municipal authorities.
`	Electricity Corporation ofNigeriain1950, in order to integrate power development and make it effective, the government passed the electricity corporation ofNigeriaordinance No 15 of 1950. Ordinance brought under one control the electricity undertaking section of the public work department and all those undertaking which were under Native Authority or municipal ownership and control. 
The electricity corporation of Nigeria, usually referred to as” E.C.N” then become the statutory body respond for generation, transmission, distribution and sales of electricity to all consumers in Nigeria.
NIGERDAMS AUTHORITY
The Niger Dam Authority was established by an act of parliament in 1962. The authority was responsible for the construction and maintenance of dams and other work on the riverNigerand elsewhere generating electricity by means of water improving navigator and promoting fisheries and irrigation. Construction of kanji dam which began in March 1964 was completed on schedule in December, 1968. 
NATIONAL ELECTRIC POWER AUTHORY
In September, 1969 the federal military government decided to merge the electricity corporation of Nigeriaand the dams Authority into a single body. A year later, a (Canadian firm of consultants “Shawmut limited, was submitted in November, 1971. By Decree No 24 of29th June 1972(which became effective from Ist April 1972) the electricity corporation of Nigeria (E.C.N) theNigerdams authority (N.D.A) were merged to become the national electric power authority N.E.P.A). The actual merger did not take place until6th January 1973when a general manager was appointed. The decree stipulates that the authority is to develop and maintain and efficient co-ordinated and economical system of electricity supply for all parts of the federation. The affairs of the authority are run by a  nine member board whose members and chairman were appointed by the federal government. The authority is also accountable to the federal government through the federalministry of mines and power. The board is to lay down the policy of the authority and the chief executive (general manage) sees to it that all decisions of the board are efficiently executed.
NEPA IN THE EIGHTIES
To some people, NEPA appears not so efficient being wholly staffed and run byNigeria. Our aim in this pamplet is to present NEPA as it really is, to spotlight out efforts and also pinpoints out setbacks. The decree which establish NEPA in1972 stipulates that it should develop and maintain and efficient, co-ordinated and economical system of electricity supply for all parts of Nigeria. In other countries the electricity  authority is informed about projects at the planning stage but in about projects at the planning stage but in Nigeria NEPA only get to know when project are about to be commissioned at perform miracles.
NEPA therefore has no choice but to accommodate the resulting increase in power demand in that area. 
SPLITTING NEPA
NEPA was created as a merger of the former electricity corporation of Nigeria (ECN) which was mainly responsible for distribution and sales are the formerNigerdams authority (NDA) created to build and run generating station and transmission lines. The organizations were primarily for the following reason: it would result in the vasting of the production and it distribution of electricity power supply throughout the country in one organization which will assume responsibility for the financial obligation and The integrate of the ECN and NDA should result in the more effective utilization of the human financial and other resource available to the electricity supply industry throughout the country.
 DECENTRALIZATION THE DIRECTORATES
The national electricity power authority has decentralized its distribution division. To this end the country has been divided into five operating directorate these areLagosdirectorate withLagosas head office.
The distribution function of NEPA is carred out in every state by the directors of distribution who has delegated powers. Eg the district manager has delegated power to carred out their normal duties of efficient operation.
MANPOWER SHORTAGE 
Shortage of trained manpower is certainly one of the problem which NEPA has to contend. As it is generally known, it takes time for a professional complete engineer. The authority is planning to expand the training center inLagosby moving at to a new site a long badagry load. 
          The authority and the public as for the authority reaction to public criticism of its performances public criticism by itself is understandable because of the very nature of electrical energy production and sales. Used every minute of the 24 hours in a day, electricity affects almost every facet of our daily lives. By public criticism of NEPA is mostly unconstructive and definitely frustrating to serving staff.
No. of staff trained/ developed   in the past3/4/5yrs.
2002    -   478    Ogui/ Abakpa B/U
2003    -    509
2004    -  307
2005     -   342
Other statistical information (attached)
Manpower state origin distribution statistic.
Manpower inventory statistics
Summary of manpower statistics  
Exit
Disciplinary action 
Transfer (in & out)
Appointments.
Transport location
It is hoped that the result of the study would help in recruiting skilled and experience managers proper human rotation to ensure top-down and down-up communication to avid suspicion mistrust conflict and frustration. It is also hoped that finding of this study would create the needed awareness for active planning for change and the effect of change. This would help NEPA to enage cost effective short and long-term ventures using right brains and right hands. The result would help NEPA to assess their overall performance, for modification adjustment and stabilization. Finally, this study would serve as work or reference to future researchers. 

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.
Training and development is a process that enables organizational members to acquire knowledge and skills they need to perform their jobs effectively, take up new responsibilities and adapt to changing circumstances. Thus, it enables organizational members to become better performed. It is important, however, to distinguish the two terms. Training primarily focuses on teaching organizational members how to perform their current jobs and helping them acquire the knowledge and skills they need to be effective performers. It is usually for non-managerial state. Development on the other hand, is technically managerial inclined. It focuses on building the knowledge and skills of organizational members, so that they are prepared to take on new responsibilities and challenges. The use of initiative between the mangers and non managers also differ. For mangers or administrators, the expectations, including use of initiatives, is wider when compared with non-mangers. Agbaeje, (2007:135).
Cole (2006:350) stated clearly that the scope of training and development activities, as in most other activities in an organization, depends on the policy and strategies of the organization. This is because policy is the framework and compass for the achievement of any goal. In support of that Ikpetan and Ebiai (2009:17) detailed that training and development results from a planned organizational effort to help employees improve work behaviours.
Bhaskar (2007:132) asked a rather rhetoric question when he wrote that “to train or not to train” is no longer a question that an overwhelming majority of companies need to answer. Action in the affirmative needs to begin almost simultaneously with the inception of the organization. Effective training enables employees to learn to do their jobs better and perform more proficiently. With increasingly advanced technology, continuous training of personnel has become essential to the success of the organization. Companies and organizations increasingly need to provide opportunities for the continuous development of employees not only in their present job, but also to develop their capabilities for jobs which they may be entrusted in the future. He thus, defined training as the systematic process of personnel for the purpose of improving individual and organizational performance. It is fundamentally important for the continued growth and development of both individual employee and the organization. From the point of view of the individual, learning and absorption go on continuously throughout life. Training provides the direction and guidance for this perpetual learning process. Security and confidence are additional attributes that a well-trained employee acquires. From the organizational view point, training shortens the time required for employees to reach peak efficiency levels. The cost of training is considerably less than the cost of gained experience particularly in the context of advanced technology and expensive equipment. Essentially, training contributes significantly in increasing the quality and quantity of work processed, and reducing waste and idle time. It is now widely acknowledged that the collective influence of a group of well-trained employees can largely determine the success of the firm.
On the other hand, Bhaskar (2007:154), Bateman and Snell (2004:312) among others have the same understanding of Development. To them, it involves teaching managers and professional employees broader skills needed for their present and future jobs. In today’s competitive environment, an organization has to be concerned about the development of the management team-supervisors, middle- level managers and top-level executives. Management development focuses on developing in a systematic manner, the knowledge base, attitudes, basic skills, inter personal skills and technical skills of managerial cadre. Since managers are such a vital gas in the success of any organization, special attention needs to be provided for the development. Technical or operating employees must also be trained and re-trained continuously, but it is very important to have a managerial cadre that possesses skill and motivation.

Different levels of management have different development needs. At the executive level, managing time and team-building are crucial needs, while at the supervisory level, instituting motivational programmes and appraising subordinates are important needs. In general terms Bhaskar (2007) opined that the goals of the management development include;
a. Increasing the knowledge, skills and abilities of managers to prevent them from becoming obsolete.
b. Helping each person learn about his personal strengths, weaknesses and interest so that his decision-making capability is improved along with his job behaviour.
c. Ensuring greater job satisfaction.
d. Enhancing job performance effectiveness.
e. Improving communication among management personnel and making better use of informal discussions about their work.
f. Identifying broad inclusive problems which affects several operating departments so that joint approach is adopted and team work is fostered.
g. Evaluating the adequacy and suitability of company policies.
h. Stimulating managers to appraise and develop their subordinates.
Moreover, Bhaskar stated that it is a truism that no programme develops a manager, one develops oneself. The attempt at best can be to make a person aware of his growth possibilities and encourage self help. The urge to acquire knowledge and skills must be strong within the individual. Without the individual’s desire, ambition and will to achieve, no amount of organized managerial training will bring about miraculous changes. Armstrong (2006: 559 and 575) captured the clearer concept of development and training when he averse that development is an unfolding process that enables people to progress from a present state of understanding and capability to a future state in which higher level skill knowledge and competencies are required. It takes the form of certain activities that prepares people to exercise wider or increased responsibilities. It does not concentrate on improving performance in the present job. And for training, it is the use of systematic and planned instruction activities to promote learning. The approach can be summarized in the phrase “learners based training”. It involves the use of formal processes to impart knowledge and help people to acquire the skills, necessary for them to perform their jobs satisfactorily. It is described as one of several responses an organization can undertake to promote learning. In the same vein, Harrison (2001) defined development as the learning experiences of any kind, whereby individuals and groups acquire enhanced knowledge, skills, values or behaviours. Its outcomes unfold through time, rather than immediately, and they tend to be long lasting.
Nevertheless, Reid and Barrington (1994.17) defined training as a planned process to modify attitudes, knowledge or skill behaviour through learning experience to achieve effective performance in an activity or range of activities. Training tends to be a short process on a specific topic, with specific learning out-comes. It facilitates learning by focusing on implementation and performance.
Senyucel (2009:63) had it that training is a very effective way of increasing employee knowledge and skills. Firstly, during training, the trainer manages to get the employees in a safe environment where everybody feels safe to interact and learn. Secondly, during training the chances of having interruption are low unlike during work, where almost every minute there is something else to do. Thirdly, it is easier to and cost effective to deliver training to employees during the training event rather than teaching or showing certain skills to different individuals in different times. Lastly, there is the element of social interaction. It is argued that learning in groups increases individual learning. The most important point is that Human Resource (HR) managers need to provide training solutions that are SMART.
Specific/Significant. Measurable/Meaningful. Attainable/Achievable. Realistic/Relevant.
Time Framed/Timely.
Be that as it may, Dessler (2011:291&311) maintained that training means giving new or current employees the skill they need to perform their jobs. In any case, training is a hallmark of good management, and a task that managers ignore to their peril. Having high potential employee does not guarantee they will succeed. Instead, they must know what you want them to do and how you want them to do it. It is not always easy to tell where training leaves off and, management development begins. The later, however, tends to emphasize both long-term development and a focus on developing current or future managers or directors. Management development is any attempt to improve managerial performance by implanting knowledge, changing attitudes or increasing skills, The management development process consists of (1) assessing the company’s or organization’s strategic needs, (2) appraising managers current performance and then (3) developing the managers.
Consequently, although training and development are used almost inter changeably with reference to individual employees, there are however, distinctions of emphases and scopes. Broadly speaking, training is regarded as applying principally to the improvement of skills and hence learning how to perform specific tasks while development is an unfolding process carried on as a form of growth and maturisation. Training is more a short-term process of utilizing as systematic and organized procedure by which non-managerial personnel learn technical knowledge and skills of definite purposes. Development on the other hand, is a long-term educational process, utilizing a systematic and organized procedures by which managerial person learn conceptual and theoretical knowledge of general purposes. This distinction can be depicted in the following manner:	Figure; 2.1. Culled from Armstrong 2006:572.

	
	TRAINING
	DEVELOPMENT

	1
	Usually a short-term
process
	Invariably an on-going long term process

	2
	Imparted mostly to non-managerial
personnel’s
	Designed mainly for managers and executives

	3
	Confined generally to the area of hands-on and technical skills,
	Relating	more	broadly	to	the	level	of

interpersonal and decision-making skills.



Finally, for any organization to work effectively and efficiently there is also need to plan on how the management will be developed. This is because he who fails to plan has already planned to fail. Armstrong (2006:572) supported this idea by giving the illustration of personnel development planning as thus. Analyze current situation, set goals, and prepare action plan and implementation.
Assess Current

Implementation
Position
Set goals

Plan Action
Source: Figure 2.2. Michael Armstrong 2006:572)

[bookmark: _TOC_250018] Aims and Objectives of Training and Development
The training objectives of training and development (Armstrong, 2006:500-510) are to develop the competency of employees and improve their performance, help people to grow with the organization in order to meet the future human resources need from within and to reduce the learning time for employees starting in new jobs on the appointment, transfer or promotion. Paauwe and Boselie (2005:69) opined that in practice, though, this is a field that appeals to a number of related (sub) disciplines involving academics with different backgrounds, and more importantly, also their own way of operationalizing the concept in terms of a range of HR practices of training and development. Also scholars like Nwachukwu (2009:128) and Bhaskar (2007:135) believed that there are necessary factors that are instrumental to the aims and objectives of training and development, and they are as follows:
a) The primarily purpose of training is to establish a sound relationship between the worker and his job - the optimum man-task relationship.
b) To upgrade skills and prevent obsolescence. The jobs that employees do are not static.
They change, sometimes without necessary awareness, since technology advances are getting increasingly more rapid. To keep pace with changing technology, mechanization, automation, electronic data processing etc. training becomes mandatory for employees in order to update them, teach them newer skills and increase their efficiency.
c) To develop healthy, constructive attitudes. Training programmes in organization are aimed at molding employee attitudes to achieve support for the organizational activities and to obtain better cooperation and greater loyalty.
d) To impart broad-based knowledge relating to the plant, machinery, material, product, quality and standards to factory, workplace and work environment.
e) To prepare employees for future assignments, people are not generally satisfied if they continue to work in the same position or at the same level for long. Mobility is a major factor in motivation. One of the objects of training is to provide an employee an opportunity to climb up the promotional ladder or to move on to assignments which will help upward mobility.
f) To increase productivity. The most efficient and cost effective ways of performing jobs are taught to the employees which naturally leads to enhanced productivity, i.e. increased output at higher quality. Initiative and creativity among employees is also fostered.
g) To minimize operational errors. Since training is an effort to provide to the employee opportunities to acquire new and improve existing job-related skills, it follows that operational mistakes will be significantly reduced. Unnecessary repetition, wastages and spoilage of materials is brought down; deficiencies in methods of doing work are ironed out in training sessions thereby also reducing the hazard of accidents. Consequently, a safer and better work environment is recreated.
h) To enhance employee confidence and morale. With greater knowledge and finely honed skills, the employee approaches his job with greater confidence and sureness. His belief in himself and his ability increases manifold and so, simultaneously, does morale.
i) To bring down cost of production. Because better, more cost effective methods are taught, because mistakes and errors are minimized, because productivity is improved, because quantity standards are adhered to more strictly and because confidence is engendered, significant strides are automatically taken in the areas of cost control and economics in the production process.
j) To bring down labour turnover and absenteeism. Training is a powerful tool that breeds in the employee a sense of pride as well as of belonging. Both these contribute in a major way to checking and reducing labour turnover as well as absenteeism.
Robert Waldersee (1997:266) succinctly gave an illustration of how the management of organizations delivers massages and trainings which are relevant and acceptable to employees through channels that draw their maximum attention.
This he illustrated with the diagram below Waldersee (1997:266).Figure. 2.3.Navigation
Message
Reception
Motivation
Intellectual
Transformation
Self
Confidence

[bookmark: _TOC_250017]Assessment of Training Needs:
Cole (2006:352) defined training need as any shortfall in terms of employee knowledge, understanding, skill and attitudes against what is required by the job, or the demands of organizational change. This is a very crucial and fragile position in the organizational strategic management. For the purpose of our study, the HR managers require employing management by objectives (MBO) model so that the goals would be realized in the local Government Areas of Orlu Zone in Imo State. Gary Dessler (2011) was of different opinion in approach when it comes to the issue of staff training and development. To him you do not first and foremost assume that the under-performing of current employees is training only. He submitted that performance analysis is the process of verifying that there is a performance deficiency and determining whether the employer should correct such deficiencies through training or some other means (like transferring the employee). That the researcher believes also could to an extent change or improve the employee attitude to work, if found out to be. In agreement to that statement, Onah (2008:145) held that there are many ways of overcoming deficiencies in human performance at work, and training is only one of them.
When training staff conduct a comprehensive training needs analysis in their organization, they will focus on four main sources for their information:
k) 	Organization level data (e.g. about the management structure, communication channels products/ services offered, personnel requirement).
l) Job-level data (e.g. about individual jobs/ roles, and skill requirements).

m) Individual data (e.g. performance appraisal data, training records).

n) Competence standards (i.e. occupational standards agreed nationally for different levels of responsibility).
On the other hand, logically speaking, training ought to be imparted where there exists a need for it. For Bhaskar, hence, before the formulation of training programmes it is vitally important the training needs are carefully and systematically identified. Areas where training could bring about tangible, lasting, benefits must be defined in clear-cut terms. If this effort remains vague or ambiguous, this organization could end up wasting a great deal of time and money. Over the years, many writers and scholars have gone about suggesting ways and means of carrying out an objective identification of such areas. But the one model which was first evolved in 1961 but which has stood the test of time is the Mcglee and Thayer model. This model advocates a three-prolonged approach, viz:
Organizational Analysis: This is an attempt to train the searchlight on the organization as a whole. Without doubt, training needs must be looked at against the backdrop of organizational objectives and strategies. Unless this is done, time and money may be wasted on training programmes that do not advance the cause of the organization. People may be trained in skills that they already possess or the training budget may be utilized frivolously in giving employs some rest and entertainment instead of providing them with required inputs or the allocation may be frittered away on frills and fancies without meeting the real needs of personnel.
This is the reason why a comprehensive analysis of organizational structure, objective, culture, processes of decision-making, future objectives, and human resources needs to be made. The analysis would assist in pin-pointing deficiencies drawbacks and weaknesses and the kinds of mechanisms that would need to be evolved in order to minimize them. Along with this, an analysis of the organization’s external environment and internal climate is also essential. Trends in union activity, accidents, illnesses, turnover, absenteeism and on-the-job employee behaviour - all provide relevant information as well as vital clues as to the areas where training can provide supportive therapy to cure debilitating weakness within and without the system.
The entire analysis begins with an understanding of the short term and long term good of the organization as a whole and for each department specifically.
Task Analysis
This requires a careful examination of the jobs to be performed after training. Four basic steps are involved here:
i. A systematic collection of information that explains and elaborates the details of explains and elaborates the details of how jobs are done.
ii. This leads to the setting of standards of performance for various jobs.
iii. An examination of existing or better methodologies of doing jobs so that prescribed standards are met,
iv. Exploration of the knowledge, skills, abilities and other characteristics necessary for effective task performance.
Essentially, therefore, task analysis entails a detailed examination of jobs, their components, various operations required to be performed and the conditions under which they are to be carried out. The focus, clearly, is on the task rather than on the individual performance and the objective is to derive some concrete notions about the training needed for task performance. An analysis of the jobs and their various components give us clear pointers as to the requirement of skills and knowledge as well as attitudes that need to be inculcated in employees.
Man Analysis
As opposed to task analysis, the concentration here is on the individual employee, his abilities, his skills, his knowledge and attitude also the imputs required for the performance or individual growth and development in terms of career planning. Of all the three aspects, this is no doubt the most complex. The immense variety and unpredictability of human behavour and the often amorphous, ill- defined inter linkages between human performance and other aspects of work, make Man Analysis a demanding and highly specialized task.
Overall, however, the broad general idea is that the difference between desired performance and actual performance is the individual’s training needs. As already indicated in the section on Task Analysis performance standards are set in order to establish basic norms and targets, which individual employees are expected to attain.
Yet, inspite of uncertain reliability, performance review data can provide information vital for decision making on the kind of training needed and it’s utility for individual or groups of employees. That was why Cascio (1980:227) pointed out that, assessing the need for training does not end here. To evaluate the results of training and to assess what training is required in the future, needs must be analyzed regularly and at all the three levels indicated below.
a. At the organizational level, needs must be analyzed by managers who set organizational goals.
b. At the task level, needs must be identified by specifying how the organizations goals are going to be achieved.
c. At the individual level, needs must be indicated by the working and non-agers who perform the tasks achieve prescribed goals.
In essence, Todaro and Smith (2009:16) pointed that income and wealth are not ends in themselves but instruments for other achieving effectiveness and efficiency. Amartya Sen, the 1998 Nobel Laureate in economics, argues that the capability to function is what really matters for status as a poor or non-poor person.
As Amartya Sen put it, “Economic growth cannot be sensibly treated as an end in itself. Development has to be more concerned with enhancing the lives we lead and freedoms we enjoy.
Consequently, therefore, training needs analysis is partly concerned with defining the gap between what is happening and what should happen. This is what has to be filled by training i.e. the difference between what people know and can do, and what they should know and be able to do. The above statement can be represented as follows;
Co-operation or functional standard Knowledge and skill required.
Target or standard of performance.
Co-operate or functional result. Knowledge and skill possessed. Actual performance of individuals
WHAT SHOULD BE
TRAINING GAP
WHAT IS


Culled from Michael Armstrong, A handbook of HR Management Practice (2003:552). Figure 2.5.
In explaining the training gap presented above, Armstrong (2003) contended that training should be positive and should be more concerned with identifying and satisfying learning and development needs. Multi-skilling, flitting people take on extra responsibilities, increasing all-round competence and preparing people to take on levels of responsibility, in the future.
Moreover, Nwachukwu (2009) while stressing on the training need referred to Gilbert formula for identifying training needs in an organization, thus.
D = M – I
D = Inefficient in the employee
M = Complete test of labour necessary for mastery of the job.

I = All knowledge of behaviour for the job which that employee already possesses.
In a slightly different manner Monappa and Saiyadain (1998:181) posited that training need identification in relation to improving the transformation process that takes place in an organization in terms of the processing of inputs to outputs, diversification of product lines, new technology, and hence a new kind of job demands the individuals growth and development through induction training, or training necessitated by job rotation due to an organization’s internal mobility policies. They cited a model for identifying training needs from Kumar and Shanker as follows;DISCUSS AS APPROPRIATE
NON-TRAINING SOLUTIONS
CONSIDERATION OF POSSIBLE SOLUTION
IDENTIFICATION OF THE REAL PROBLEM
RECOGNITION THAT A PROBLEMS EXIST


FIGURE 2.7 Monappa and Saigadain (1998:181).COMMITMENT OF MANAGEMENT ACTION
TRAINING SOLUTIONS

Again, to conclude this section of the study, it is important to reiterate briefly some methods of analyzing training needs.
a. Job Analysis: For training purposes, job analysis means examining in details the content of jobs and performance standards required in terms of quality and output and

knowledge, skills and competences needed to perform competently and thus meet the performance standard.
b. Training and Learning Specifications
Training or learning specification is a product of job analysis. It breakdown the broad duties contained in the job description into the detailed tasks that must be carried out. It then sets out the characteristics or attributes that the individual should have in order to perform these tasks successful.
c. Training survey
It assembles all the information obtained from the other methods of analysis in order to provide a comprehensive base for the development of a training strategy and its implementation. A training survey pays particular attention to the extent to which existing training arrangements are meeting training needs.
Types / Methods of Staff Training and Development
After the objective and the needs have been determined and trainers and trainee in the organization have been selected the programme is run. From the analysis of training needs and translating them into behavioural objectives, the training manager works out the content and facets of the training. What skills are going to be taught, what kind of employee development is sought, what long or short term objectives are proposed?. All these will determine the design and details of the training programme. To be really useful, however, the method chosen should meet the minimal conditions needed for effective learning to take place, i.e. the training method should.
i. Motivate the trainee to improve his or her performance.

ii. Clearly illustrate desired skills.
iii. Provide for active participation by the trainee.
iv. Provide an opportunity to practice.
v. Provide timely feedback on the trainee’s performance.
vi. Provide some means for reinforcement while the trainee learns.
vii. Be structured from simple to complex tasks.
viii. Be adaptable to specific problems.
ix. Encourage positive transfer from the training to the job.
However, numerous training methodologies and techniques have been developed over the years to meet certain specific needs. There is no one method of training that can be treated as best for everyone or for every group. Different situations demand different methods and approaches. Each has structured procedures which offer certain advantages and suffer from certain limitation. In using a particular method, the trainers should be fully aware of its strengths and drawbacks so that the rational for its use as also the reasons for its choice over other methods are carefully weighed up. Such an approach would enable the trainer to make the best use of the method finally adapted.
Broardly speaking Bhaskar(2007), Dessler(2011), Cole(2006), Armstrong(2006) and Nwachukwu (2009) among others have common and identical notions on most methods or forms of staff training and development. Here are some tested methods below.
· LECTURES

This is the time-worn didactic method where an instructor orally communicates his ideas, concepts and theories to a group of recipients. It is often the most widely used and also the most economical. With time, the method has been embellished by some effective ornamentation. Slides and overhead projectors, video tapes motion pictures, reading lists, closed-circuits TV, etc, are new part of the modern-day lectures amoury. This has certainly improved the quality of lecture -oriented communications which has proved to be particularly useful when concepts, theories, instructions and procedures are to be imparted. The lecture method is also the most economical since a large number of people can be trained simultaneously saving man hours and money. Yet the drawback is that listeners play a large non-participatory role. They may ask questions but they never get the feel of what is being talked about. Furthermore, participants do not share each other’s experiences and hence the learning is confined to what the lecturer has to say.
· ON-THE-JOB TRAINING
This form of training is perhaps the most commonly used. The learning that takes place is centered on the job. The employee is placed into the real work situation and shown the jobs, its methodology and logistics by an experienced employee or supervisor. The trainee uses the machines and tools he will use once the training is completed. He learns in the same environment where he will, in the near future, be working at his future supervisors and peers and familiarize himself with the nitty gritty of day-to-day operations. Although this programme is relatively simple and fairly economically, if not handled properly, the costs can be high in damaged machinery, unsatisfied customers and poorly taught workers. This automatically implies that trainers must be carefully selected and trained. The trainer himself should be properly motivated and adequately rewarded for doing his job-well. He should also be well-unversed with effective training techniques
· VESTIBULE TRAINING
Here, the working environment is stimulated as closely as possible for the trainee so that his training experience resembles the work that he is shortly going to be called on to perform. For example, airline pilots could learn in a simulated cockpit, astronauts could learn to cope with zero-gravity in simulated conditions; a machine operator trainee could work on a machine under the supervision of an experienced worker, and so on. The idea is that the trainee learns in conditions simulated to the real one until he or she has picked up well and can move on to taking up the tax individually. This method would turn out to be rather expensive unless the number of trainees is fairly large. Yet if handled well, it can prove to be very effective under certain circumstances.
· OFF-THE-JOB TRAINING
Excluding apprenticeship, vestibule training and on-the-job training, all other forms of training are grouped under the umbrella term off-the-job training irrespective of whether the training is conducted in classrooms, vocational schools or elsewhere. Although there are a wide variety of off-the-job methods, the most frequently used one are the conference discussion, programmed instruction, computer-assisted and simulation approaches.
· JOB ROTATION
This is a training device that makes it necessary to move the trainee from one department or unit to another to master what goes on in that section. The essence of this programme is to broaden his experience in different jobs.

· ROLE PLAYING
This is a technique of training where the trainee plays the part of a certain character or acts in an event. He is taught to do a job or make decisions the way he thinks his boss could have done it. Role playing is very exciting as it challenges the imagination of the employee. Role playing promotes retention as it heightens imagination, ingenuity and resourcefulness.
Nevertheless, Cole (2006:350) demonstrated that majority of organizations; however, do have a positive policy on training and development. In some cases, this may be no more than to state that the company will provide resources to ensure that key skills are maintained within the organizations, in other case, the policy may refer comprehensively to the various
actions it will take to ensure not only a regular supply of skills, but also a high degree of personal motivation through development opportunities provided by the company. For the purpose of this chapter, it will be assumed that organizations see an important role for training and development in the provision of skills and the improvement of employee motivation. To Cole a term frequently use to describe well-organized training (and development) is systematic training. This is demonstrated below through the cycle of strategic organizational training policy.
Training policy
Establish Training Organization


Employee Performance 
Performance measures how efficiently resources are employed, It is defined as the ratio of a specific measure of output to a specific measure of input per unit of labour and is measured as total output divided by the members of units of labour employed to produce that output Performance is the relationship between the output generated by a production or service system and the input provided to create this output. This performance is defined as the efficient use of resources labor, capital, land, material, materials, energy, and information–in the production of various goods and service (Prokopenko, 2007). Performance has been defined as the measure of how well resources are brought together in organization and utilization for accomplishment of a set result. It is reaching the highest level of performance with the least expenditure of resources (Mali, 1978). 
Onah (2010) says that performance is the relationship between output of goods and services and input of resources, human and non-human, used in the production process. In order words, productivity is the ratio of output to input. The higher the numerical value of this ratio, the greater the productivity. Thus, performance can be applied at any level, whether for individuals, for work unit, for the organization. Performance is the driving force behind an organization’s growth and profitability. Performance is the relationship between output of goods and services of workers of the organization and input of resources, human and non-human, used in the production process. In other words, performance is the ratio of output to input. The higher the numerical value of this ratio, the greater the performance (Onah, 2010). The importance of higher performance of the employees in public enterprise cannot be overemphasized, which include the following; higher incomes and profit; higher earnings; increased supplies of both consumer and capital goods at lower costs and lower prices; Ultimate shorter hours of work and improvements in working and living conditions; Strengthening the general economic foundation of workers (Nwachukwu, 1988). The existence of any organization is anchored on performance and its importance cannot be overemphasized. It is the wish of every organization to be productive because performance forms the cardinal essence for which every organization exist. To attain or increase performance, it has led many organizations into constant reshuffling practice.
High employee’s performances lead an organization and have greater opportunities for employees then those who have low performance (Vans cotter, 2000). “Performance is related to that organization hires the person to do and do well”(Campbell 1993). Performance is not only related to the actins but also involves judgment and evaluation process (Ilgen & Schneider, 1991). The activities that can be examined and measurable are reflected as performance (Campbell, 1993). Organizations need highly performance of its employees so that organization can meet their goals and can able to achieve the competitive advantage (Frese, 2002).(Borman and Motowidlo, 1993) differentiate between work and performance. Work related to the person abilities through which employee performed activities which is contributed by the technical core. Performance not related to the technical core characteristics but it cares about the organization psychological environment and social environment in that organization achieve its objectives. It involves behaviors such as helping colleagues or being a reliable member of the organization (Frese, 2002).
Employees are the force that drives a company forward. So it should come as no surprise that the daily performance of the workforce hugely influences the success or failure of a business. To stay successful in today’s market, businesses must find ways to maintain and bring out the best performance from their employees. Not only does this help to hire, retain and develop the best talent, but by helping staff to grow within their roles and responsibilities, the company can build a pipeline of future leaders. All contributing to long-lasting success. Working to improve employee performance is an ongoing process that involves measurement, evaluation, and planning, but it's also a vital step to achieving company goals.
Employee performance is how a member of staff fulfils the duties of their role, completes required tasks and behaves in the workplace. Measurements of performance include the quality, quantity and efficiency of work. When leaders monitor the performance of employees, they can paint a picture of how the business is running. This not only helps to highlight what companies could be doing in the present to improve their business, but this information also feeds into future growth plans.
However, placing a focus on employee performance doesn’t just benefit the business. It helps employees to reach their full potential, while also improving overall performance – which can have positive effects on morale and quality of work produced. Lastly, but most importantly, when employees are under-performing, customers may be dissatisfied. As a result, the entire business may be affected by poor performance and struggle to reach goals.
SIGNIFICANCE OF HUMAN RESOURCE TRAINING 
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	INTRODUCTION
	In this chapter, we described the research procedure for this study. A research methodology is a research process adopted or employed to systematically and scientifically present the results of a study to the research audience viz. a vis, the study beneficiaries.
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. According to Singleton & Straits, (2009), Survey research can use quantitative research strategies (e.g., using questionnaires with numerically rated items), qualitative research strategies (e.g., using open-ended questions), or both strategies (i.e., mixed methods). As it is often used to describe and explore human behaviour, surveys are therefore frequently used in social and psychological research.
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. 
	The broad objective of the study  objective of this study is to the impact of staffs development in effective management of government parastatal using NEPA District in Enugu State as case 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  in NEPA staff, the researcher conveniently selected 36 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 simple percentage,  mean and standard deviation which provided answers to the research questions. 
In analyzing data collected, mean score was used to achieve this. The four points rating scale will be given values as follows:
SA = Strongly Agree		4
A = Agree				3
D = Disagree			2
SD = Strongly Disagree		1
Decision Rule:
To ascertain the decision rule; this formular was used
	4+3+2+1 =10=  2.5

      4           4



Any score that was 2.5 and above was accepted, while any score that was below 2.5 was rejected. Therefore, 2.5 was the cut-off mean score for decision taken.
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 thirty-six (36) questionnaires were administered to respondents of which only thirty (30) were returned and validated. This was due to irregular, incomplete and inappropriate responses to some questionnaire. For this study a total of 30 was validated for the analysis.
4.2	DATA PRESENTATION
Table 4.2: Demographic profile of the respondents
	Demographic information
	Frequency
	percent

	Gender
Male
	
	

	
	17
	56.7%

	Female
	13
	43.3%

	Age
	
	

	20-25
	9
	30%

	25-30
	8
	26.7%

	31-35
	6
	20%

	36+
	7
	23.3%

	Marital Status
	
	

	Single 
	19
	63.3%

	Married
	11
	36.7%

	Separated
	0
	0%

	Widowed
	0
	0%

	Education Level
	
	

	WAEC
	0
	0%

	BS.c
	25
	83.3%

	MS.c
	5
	16.7%

	MBA
	0
	0%


Source: Field Survey, 2021
4.2 DESCRIPTIVE ANALYSIS
QUESTION 1: What is the extent at which resource adequacy for NEPA staff training for improved out put?
Table 4.3
	Options
	Frequency
	Percentage

	High Extent
	15
	50.0

	Low Extent
	4
	13.3

	Undecided
	11
	36.7

	Total
	30
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 50.0% of the respondent said high extent, 13.3% of the respondent said low extent, while the remaining 36.7% of the respondent  were undecided.
Question 2: What are the extents to which the objectives of staff development in NEPA Enugu are be achieved?
Table 4.3:
	Options
	Frequency
	Percentage

	Highly Extent
	16
	53.3

	 Low Extent
	9
	30

	Undecided
	5
	 16.7

	Total
	30
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 53.3% said high extent, 30% of the respondent said Low extent, while the remaining 16.7% of the respondent  were undecided.
Question 3: How does the available training meet the needs of the staff with relevance to their Job?
Table 4.4:
	S/N
	ITEM STATEMENT
	SA
4
	A   3
	D   2
	SD  1
	X
	S.D
	DECISION

	1
	Training Impart High Morale on Employees
	16
	07
	03
	04
	3.2
	2.57
	Accepted

	2
	Training Provides Competency on Employees.
	18
	05
	03
	04
	3.2
	2.57
	Accepted

	3
	Training Plays the Role of Change Management
	14
	09
	03
	04
	3.1
	2.57
	Accepted


Source: Field Survey, 2021
In table 4.9 above, on the reason for the increasing penchant for imported good by Abia state, the table shows that all the items (item1-item3) were  accepted. This is proven as the respective items (item1-item3) had mean scores above 2.50.
Question 4: How does political and leadership style affect staff training programmes in NEPA?
Table 4.2:  
	S/N
	ITEM STATEMENT
	SA
4
	A   3
	D   2
	SD  1
	X
	S.D
	DECISION

	1
	Determines the speed of decision making
	17
	07
	03
	03
	3.3
	2.57
	Accepted

	2
	Affects the productivity of employee
	16
	08
	02
	04
	3.3
	2.57
	Accepted

	3
	Engineers the metric of organizational efficiency 
	15
	06
	07
	02
	3.1
	2.57
	Accepted


Source: Field Survey, 2021
In table 4.3 above, on the  required infrastructure necessary for industrial growth and development in Abia state, the table shows that all the items (item1-item3) were accepted. This is proven as the respective items (item1-item3) had mean scores above 2.50 


CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1 SUMMARY
The broad objective of the study  objective of this study is to the impact of staffs development in effective management of government parastatals of NEPA District in Enugu State. It ascertained the adequacy of resource of resource of NEPA. It determined the extent the object are achieved. It ascertained how the training scheme meet the staff needs and the relation ship with the job on return. 
The study adopted a survey research design and with the aid of convenient sampling method, the researcher enrolled 36 participants in the study who are staff in  NEPA district in Enugu State. Self constructed questionnaire was issued to the respondent.  A total of 30 responses were received and validated from the enrolled participants. Data was analyzed in frequencies and tables using simple percentage, mean and standard deviation.
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  public sector is greatly determined by the quality and quantity of competent personnel it attract maintained and retained over time.
	Findings from the study revealed that Training and development role helps to prepare employees to perform optimally in their present job and also helps to prepare them for broader responsibilities in the future. Corporate education generally, helps employees and managers to adapt to changing environments that require very flexible management approaches, it give them the opportunity to learn how to function effectively within adaptive management structures and the ability to work under ambiguous and uncertain circumstances. Findings from the study reveals that training and development  has not been given so much attention NEPA district in Enugu State even though research has shown that this is prerequisite for effective organizational performance and employee efficiency.
5.3 RECOMMENDATION
From the findings of the study, the following recommendations are made:
1. Organizations should pay more attention to corporate education to improve the efficiency of their employees. 
2. Government needs to introduce a legislation to strengthen national training and development agencies to enable them enforce corporate education at institutional levels to improve economic progress.
3. Employees should be encouraged over self-development as a method of improving their performance on the job. 
4. Privately-held organizations should cultivate the culture of training and developing their employee as a major contribution to national development. 
5. Vocational education should be given proper attention to prepare people for entrepreneurship ventures which hold the key for economic development in this century and beyond.
6. government should morally and financially encourage employee into instituting a training fund contribution that would facilitate regular training and development exercise.
7. This effort would yield a mutual benefit to the employer and the employee. When the employee is equipped to compete with contemporaries outside the organization that makes the employee a good ambassador of his/her organization. Another, recommendation is the provision of the training opportunity that would also meet the financial need of the workers.
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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 
21-25 [  ]
26-32 [  ]
32- 40[  ]
41-50 [ ]
Marital Status
Single [   ]
Married [  ]
Widowed [  ]
Qualification
WAEC/OND
HND| BSC
MSC
PHD
SECTION B
QUESTION 1: What is the extent at which resource adequacy for NEPA staff training for improved out put?
Table 4.3
	Options
	Please Tick

	High Extent
	

	Low Extent
	

	Undecided
	




Question 2: What are the extents to which the objectives of staff development in NEPA Enugu are be achieved?
	Options
	Please Tick

	High Extent
	

	Low Extent
	

	Undecided
	




Question 3: How does the available training meet the needs of the staff with relevance to their Job?
	S/N
	ITEM STATEMENT
	SA

	A   
	D   
	SD  

	1
	Training Impart High Morale on Employees
	
	
	
	

	2
	Training Provides Competency on Employees.
	
	
	
	

	3
	Training Plays the Role of Change Management
	
	
	
	



Question 4: How does political and leadership style affect staff training programmes in NEPA?
	S/N
	ITEM STATEMENT
	SA

	A   
	D   
	SD  

	1
	Determines the speed of decision making
	
	
	
	

	2
	Affects the productivity of employee
	
	
	
	

	3
	Engineers the metric of organizational efficiency 
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