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ABSTRACT
This research work entitled “training and motivation as a tool for improving employees performance: is focused on one of the contemporary issues confronting both scholars and practitioners in the field of administration. The power holding company of Nigeria (PHCN) has been specially chosen as a case study for the research exercise. The objective of this study is majority centered on the identification and evaluation of the adverse effect of inadequate training and motivation of employee towards the realization of PHCN’s goal. In the course of this research work data was collected from both primary and secondary sources primary data was generated by means of questionnaires and oral interview while secondary data was sourced from library textbooks lecturers materials and company books of records. The data obtained was carefully and properly analyzed using the appropriate tools such as frequency tables and percentages. The researcher made his finding both positive and negative and made necessary recommendation for improvement on those negative finding it was found out that PHCN gives regular training and motivation to her employee so as to improve their performance and a lot of staff have benefited from this scheme. Also it was found out by the researcher that some staff of the organization are yet to retrieve training and promotion since they were employed. Nevertheless the researcher recommended among other things that all those staff that are yet to receive training should be given urgent attention by the management to avail them the opportunity to benefit from the scheme. Finally the management of PHCN should ensure that those workers who are yet to be promoted should be reconsidered fro promotion even if it means given them training to quality them for that this will guarantee cooperation peace and the attainment of organization goals.

CHAPTER ONE
1.0 INTRODUCTION 
This project entitled “training and motivation as a tool for improving employee’s performance” is centered on one of the challenges currently facing both scholars and practitioners in the field of administration. In this research work power holding company of Nigeria (PHCN) Plc is chosen as a case study.
1.1 BACKGROUND TO THE STUDY 
Today it is worthy to appreciate the fact that training and motivation of employees for increase performance has become a serious administrative problems facing most organizations. Where as this is one of the basic criteria for measuring and evaluating the effectiveness of an organization.
Organization are said to be effective if the predetermined objectives and the expectations of both the organization and the employee are fulfilled.
The ultimate goal of every organization is to realize its predetermined objectives these objectives cannot be achieved successfully and effectively without the employees putting in their best. For the objectives to be achieved effectively and efficiently the management must ensure that employee are given the appropriate training and the necessary motivations to enable them work harder. Many organizations especially power holding company of Nigeria have developed training programmes of various purpose for their employees. The most crucial responsibility of every management today is that of “training and motivation” directed towards improving employees performance. In the other words the success to achieve the targeted results in an organization is majority dependent on the quality of human resources in that organization. This is factual in the sense that human resources is the active agent of resources is the active agent of any organization while finance and other non human resources are passive agent so it is the human resources that combine the passive agents for the attainment of the organization objectives or results. The human resources as an active agent of any organization cannot as a matter of fact get the targeted goals of that organization accomplished unless training and motivation are put in place as appropriate machineries to enhance the employee performance.
Training is an organizational effort aimed at helping an employee to acquire basic skills required for efficient execution of functions for which he/she was hired it is an organized procedure by which new manipulative skills technical knowledge and problems solving abilities are acquired.
Most organizations tend to ignore employee training on their bid to maximize profit little such organizations know that this practice is to their own peril (Emma Chukwuemka 2007:73). Motivation is a term derived from a latin word “Movere” meaning to move but today the word means more than that it has to do with skills resulting from training. But this employee interest and those of the organization are aligned so that behaviour results in achievement of employee wants with the attainment of organizational objectives are smoothly net. On this note the researcher felt that it is of crucial important to carryout a research to uncover how best a work can be trained and motivated to improve his/her performance using power holding company of Nigeria Enugu zonal headquarters as a case study my choice is greatly influenced by the large number of employees of the organization. More so the organization is deeply involve in administrative activities, which is the Fukrum of this academic exercise. This will to a large extent make this research work serve some useful purpose to many organizations with both small medium and large number of employees.
1.2 STATEMENT OF PROBLEMS 
The problems of both public and private organization in Nigeria is mainly centered on negative attitude to work lack of interest in one’s job low productivity high incidence of accidents in the work place insubordination and general low morale among the workers.
Nevertheless the researcher feels that the above listed problems are the resultant effects/consequences that bedevil any organization whose management is not able to pay priority attention to the development of training programmes and motivation incentives for her employees.
However the problems of the study is majority on how training and motivation could be harnessed in an organization to increase productivity.
1.3 OBJECTIVES OF THE STUDY
The purpose of this research work is focused on the identification and evaluation of the adverse effect of inadequate training and motivation of employee towards the realization of PHCN’s goal. The outline objectives of the study are listed as follows:
1. To find out whether the staff of PHCN receive training and motivation to improve their performance
2. To Find out the type of training given to staff
3. To evaluate the motivational tools being used by the organization to motivate its employees 
4. To make a critical appraisal of the relationship between training motivation and employee’s performance
5. To find out the percentage of PHCN’s staff that have benefited from her training and motivation packages
1.4 RESEARCH QUESTIONS 
Based on the objectives of the study the following questions are formulated to provide a guide and subsequent solution to the research problems.
These include 
1. Do the staff of PHCN receive training and motivation to improve their performance
2. What type of training does PHCN gives to her staff
3. What are the motivational tools used by PHCN to motivate her employee
4. What is the relationship between training motivation and employee performance
5. What is the percentage of PHCN’s staff that have benefited from her training and motivation packages
1.5 SIGNIFICANCE OF THE STUDY
The study of this nature is carried out to provide basic need and necessary solution to the problems of training and motivations of employee in an organization. The study will be of immense benefit to both public and private organizations that wish to improve the performance of their employees through adequate training and proper motivation. The study will also be useful to researchers in the relational area of discuss.
1.6 SCOPE OF THE STUDY
The researcher intended to cover the entire sector power holding company of Nigeria (PHCN)Plc but due to the complex nature and size of the sector couple other constants the scope of the study covered only PHCN Okpara Avenue Enugu Zonal Headquarters.
1.7 LIMITATION OF THE STUDY
As a matter of fact a study of this nature cannot be conducted without experiencing some forms of hiccups sequel to this the study is confirmed to the very organization specified in the case study-power holding company of Nigeria Okpara Avenue Enugu Zonal Headquarters some of the constraints which the researcher considers pertinent to mention are:
1. Financial Constraint: A research work of this nature demands much money for its successful completion. A lot of money is needed for the purchase of the necessary materials to be used transportation etc. lack of finance posed a great problem to the researcher in the course of conducting this research.
2. Unco-operative attitude of the respondents: The uncooperative attitude of some respondents who either refused to be open to questions directed to them or felt resultant to provide the needed information for the research work also contributed in no small way to the difficulties encountered by the researcher.
3. Paucity of comprehensive literature: This also contributed to the problems encountered by the researcher. Most of the books that were available to the researcher in most instances did not give satisfactory information on the subject matter/research topic.
4. Time: As a matter of fact time factor was never or friend to the researcher the time allowed for the research work was quite tight and as such it almost affected the quality of the research work in a negative way.
1.8 DEFINITION OF TERMS 
Training: This is an organizational effort aimed at helping an employee to acquire basic skills required for the efficient execution of functions for which he/she was hired.
Motivation: This is the reflection of a person’s desire to fulfill certain needs.
Public sector: It is an organization owned and controlled by the government 
Manager: The senior workers/employee (boss) whom every subordinate reports or accounts to for their assigned responsibilities.
Organization: It is an establishment set up for certain objectives through efficient management of both human and materials resources.
Responsibility: This simply means the duty one is employed to perform.
Note: The terms used and defined here above are contextually meant to serve for the better understanding of this research work only and do not really serve any general purpose.
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CHAPTER TWO

REVIEW OF LITERATURE

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.

Precisely, the chapter will be considered in three sub-headings:

Conceptual Framework

Theoretical Framework

2.1
CONCEPTUAL FRAMEWORK

Concept Of Training
Continuously working for the development and nourishment of the workforce increases their role in the betterment of the work environment of any organizations. Owing to this most of the managers around the world are creating and enhancing their roles in providing extensive training with the aim of achieving defined goals of the organization. It can not only lift the position of the employees but also the image of the organization to outside world, (Jia-Fang, 2010).

By the changing time and changing needs, organizations are facing new problems and challenges. Technological advances have changed the requirements of traits and competencies of performing the tasks. Now, more effective and enhanced training techniques are required by every organization that should be more relevant to the changes arising continuously in that technology and its use. It can play a vital role in building a consistent and progressive learning environment. It can also make the upcoming challenges like a hot cake for more trained people (Wei-Tai, 2004).

Setting the goals and targets is one of the primary activities of every organization, national or multinational, public or private. In order to meet these goals a proper feedback is required so that the activities which are diverting away from the targets and creating hindrances in meeting these goals should be pointed out, and a complete remedy can be designed for them. Feedback can assist in fixing these problems (Stansfieldr, 2005).

C. Cortez, et al (2008) stresses and explains that creating and sustaining coordination among employees and members of all teams and departments is and should be the primary objective of every organization. If employees provide the feedback and backup regarding how the teams are monitored and what favors they are enjoying and what pains they are gaining while working in that specific organization. It will surely compel the owners of the organizations to orientate, train and provide a healthy leadership to monitor the feedbacks and backups bouncing back from the employees. It can create the strong relation between management and employees and among employees themselves.
Training programs helps in making acquaintance of employees with more advance technology and attaining robust competencies and skills in order to handle the functions and basics of newly introduced technical equipments. More rarely it happens that employees are not fully trained regarding new working and technical techniques and they are unable to deliver to their assignments according to the desire of the organization. Effective training can bring down these flaws, (Robert, 2006). Along with training, worth of response from employees regarding working situations is of highly importance and it can help in drawing the attention of the managers and executives to the factors that are of mammoth importance, (C. Corretz, et al (2008).

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

Training has become more obvious given the growing complexity of the work environment, the rapid change in organization and technological advancement which further necessitates the need of training and development of personnel to meet the challenges. Many organizations have come to recognize that training offers a way of “developing skills, enhancing productivity and quality of work and building workers loyalty to the firm”. Manpower training and development is essential to the existence and survival of organization. It is common for people to see training and development as the same thing. However, though they are similar, they are not the same thing. Training is any learning activity which is directed toward the acquisition of specific knowledge and skills for the purpose of an occupation or task (cole 1993). Ivancevich et al (1994) see training as the systematic process altering employee's behavior to further organization goals.

According to Hellriegel and Slocum (1996), training is improving an employee's skill to the point where he or she can do the current job. Training is the process by which members of organizations are thought to acquire knowledge, skills and abilities they need to perform effectively the job at hand. Training is directed at the present job. In a more comprehensive manner, training can be defined as a short term process that utilizes a systematic and organized activities by which non-managerial staff acquire the technical knowledge, skills and abilities for specific purposes in function. Training is “an organized procedure by which people learn knowledge and or skills for a definite purpose. It is a process for equipping the employees particularly the non-managerial employees with specific skills for example technical skills like plumbing, electrical wiring, repairing, artistic skills, clerical and typing skills that would enable them to improve on their performance and overall efficiency. The objective of job training is to enable an employee to perform his job in such a way as to meet the standards of output, quality, waste control, safety and other operational requirement (Gardner, 1973).

Thomas (1988) defines training as ‘a process through which experiences are deliberately offered to trainees to enable them to absorb some new perspective, understanding, value, attitude, techniques or skills'. It involves planned activities on the part of an organization to increase job knowledge and skills or modify the attitudes and social behavior of its members in the ways that are consistent with the goals of the organization and the requirements of the job. The overall aim is to increase or improve a person's contribution to the achievement of the organizational goals.

Jones, George and Hill, (2000) believe that 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.

According to carrel and kuzmits (1982) training is the systematic process by which employees learn skills, information or attitudes to further organizational and personal goal. 

They also stated that “every training system operates with a philosophy set of beliefs concerning people, productivity and profit”.

In view of chruden and Sherman Jnr (1980), training is any organizationally oriented procedure, which is intended to foster learning among organizational members.

Training according to Davar (1950), states that its main goal is “To induce a suitable change in the individual concerned”. It is “to bridge the gap between existing performance ability and desired performance”. Development on the other hand focuses on building the knowledge and skills of organizational members so that they will be prepared to take on new responsibilities and challenges. Development is used in relation to the process of helping managerial employees who perform non-routine jobs to improve their managerial, administrative and decision-making abilities and competence.

In the view of adamolekun (1983), staff development involves the training, education and career development has been identified to include:

Creating a pool of readily available and adequate replacements for personnel who may leave or move up in the organization;

Enhancing the company's ability to adopt and use advances in technology because of a sufficiently knowledgeable staff;

Building a more efficient, effective and highly motivated team which enhance the company's (AJ pam vol xvi; No.1.Jan 2005) competitive position and improves employee morale; and

Ensuring adequate human resources for expansion into new programs.
Drucker (1977) in highlighting the work of managers submits that one contribution a manager is uniquely expected to make is to develop people. if any organization must  continue to survive, it must provide opportunity for career development into specialist and managerial positions. Training is concerned with teaching the workers specific skills that will assist them in their immediate task while development on the other hand is concerned with teaching the workers more general skills that will assist them in career growth thereby equipping them for the future.

As a way of summary, the purpose of training is to improve knowledge and skills and to change attitude (mullins,1999). Training and performance as stokes (1966) puts it rest on the fact that “a person learns through experience which may be actual, hearing or reading about the experiences of others”. Training and development can also be viewed as a formal and informal activities which bring about change in the skills, knowledge and attitude of employees for the fulfillment of their individual career and organizational goals.

Factors That Trigger Training
Training is predicted on workers, machines and tool deficiencies. These deficiencies manifest inform of specific symptoms. The symptoms that trigger training and development in organization may include:

When there is high rate of absenteeism among workers.
Where there is increased labour turnover among workers.
When there is decline in productivity among workers.

When there is a poor job performance among workers.
When new machines are purchased to replace old ones.
When there is increase in the rate of on-the-job accidents among workers.
When there is an increased complaint from customer.
When there is reduced patronage from customers.
When there is visible negative work attitudes such as lateness and oscillation (motion without movement or pretending to be busy when in actual fact he or she is doing nothing) among workers.

When there is noticed inability to take up challenges among workers.
When there is noticed reduction in job involvement and organizational commitment.
Effect Of Training
The effect of training include:
To change the job behavior or attitude of employees so that they can perform to defined standards.

To reduce the “hibernating time”. This is the gap between placement and the point at which an employee start to perform effectively.

To improve the productive capacity of individual employee.
To improve the effectiveness of the organization.
Method Of Training
Training methods are means through which ideas, skills or knowledge are impacted to learners in an organized manner. There are different types of training methods that are in use today. The methods of training are the same. These methods are usually grouped into two broad categories namely;

On - the -job training and
Off - the -job training
On - The -Job Training:
This is a training programme that is organized on the workers job location. On - the -job training methods are the most widely used and the simplest method of training. It refers to instructions given to employees on the job by the supervisor or any other experienced employee. Using these methods, employees are placed on a regular job and taught the skills necessary to get the job done properly. This method requires no special school. While learning, the trainee is also contributing to the total output of the department. The greatest problem with this method is that errors or mistakes committed while learning can be very costly. The various types of on -the -job training methods may include;

Job Rotation: this is a situation in which employees are made to move from one job to another within the work setting over a defined period of time. As they move from one task activity to another, they gain considerable knowledge, experience and skill. The duration of the rotation is shorter at lower levels (clerical), than at management levels where trainees are taught complex functions and responsibilities (fansworth, 1975).

 Coaching: Here, employees are placed under the direct guidance of a supervisor.
This technique use observational learning known as pure imitation. It has the advantage of allowing the coach to give on the spot feedback to the learners on whether they do it well or not.

Apprenticeship: Apprenticeship training is usually required for job that requires complex and diverse range of skill and knowledge. It runs with the cooperation between the employees, the government and educational institutions (technical or vocational school) and labour unions.

Enlarge Responsibility: Here, the manager or supervisor assigns additional duties and responsibilities to his subordinate employee. He allows him the opportunity for decision making by deliberately exposing him to challenging jobs and problem solving situation.

Internship: It offers an excellent opportunity for the learner or trainee to help gain insights into the relationship between theory and practice i.e. the trainee attends classroom session to acquire the theoretical aspect of the job and later, proceed to the work settings to practicalize what he has been taught in the classroom.
Understudy Assignment: The trainee or even an experienced manager who is being groomed for higher responsibilities is often made to assume part of his master's job thus enabling him to learn or perform as much as possible, some of his supervisor's job. The efficacy of this method however depends on how much responsibility he is willing to allow the subordinate to assume.

Instructional Guidance: This is a training situation in which the trainees are given step by step instruction after which they are left to perform the task activities of the job. The trainer appraises the learning ability of the trainees by measuring their ability to follow instruction.

Off - The -Job Training: 

This training method is organized outside the workers job location. It is usually organized in a training centre or an educational institution. The objective of this method is to broaden the trainee's job knowledge and experiences beyond what can be learnt within the job environment. It provides the trainees the opportunity of interacting with trainers who are different in outlook, experience and knowledge from those they are used to back at work. Off -the -job training has its own disadvantages which may include:
It is usually more expensive than on the job training and
It does not allow on-the-spot assessment of training effectiveness which is possible with “on-the-job” training.

The various types of off-the-job training method include:
Seminars: Brings together group of people who pool and discuss ideas. A seminar is meant to stimulate intellectual input. Papers presented are criticized and corrections are suggested.

Workshop: Is a setting where a group of people meet and work together in order to share and develop ideas about a particular subject or activity.

Lecture or classroom method: Involves the transmission of knowledge, ideas and factual information from the instructor to a larger group of trainees at one time thereby having the advantage of being a relatively low-cost training method. The major drawback of this method is that individual differences in the abilities of a

 trainee to assimilate fast or get lost in the classroom. Discussions are not taken into consideration/account.
Vestibule training: Involves trainees learning in a non work environment in which conditions and equipment are virtually identical to what will be encountered on the job. The only major problem with this method is that its relatively costly than other method since this method requires that trainees be trained on the same identical machines and equipment used in the actual job environment.

Briefing groups: The trainer presents a short paper and asks for the reactions of the trainees. It is assumed that the trainees are not completely ignorant of the issues in the paper. The objective is to teach knowledge, facts and assess the opinions of the trainees.
Benefits In Training Programme
Tessin (1978) discussed extensively how benefits accrues to organization, individual and inter-group relations through training whereas, Dickey (1982) submission bothers on individual benefit; bearing in mind that the workers are in the organization While the organizations are in the workers. Discussing the benefits separately under subheading as done by tessin(1978) and dickey(1982) will amount to jamboree in simplicity. Therefore, let them be merged under one heading.

Training leads to improved profitability.
Training leads to improved job knowledge and skills at all levels of organization.
Training improves workers morale and job satisfaction.
Training improves workers commitment to the organization.
Training help to nourish better corporate image.
Training improves job involvement of the workforce.
Training improve the relationship between boss and subordinate and general inter group relationship

Training enhances organizational development.
Training assists in preparing guidelines for works.
Training assists in understanding and implementing organizational policies.
Training provides information for future needs in various facets of the organization.
Training assists workers to adjust to changes.
Training improves labour-management relationship.
Benefits Of Training To Organisation
The following are the benefits of training to organization
Increased productivity: One of the main objectives of training is to increase employee's skills. When workers skills are increased, it leads to increased quantity and quality of output in organizations.

Attitude formation: An important aim of training in organization is the moulding of employee attitude as so to win his support for the company's activities and to obtain from him better cooperation and greater loyalty.

Reduced supervision: Proper and adequate training of employees reduce the need to close supervision by their supervisor because trained personnel can quite perform assignments successfully on their own than untrained employees.
Preventing obsolescence: Training is not meant for new employees alone but also to old and experienced employees. Training can help prevent employee obsolescence which results from the discrepancy between an employee's expertise and the demand of his job.

Increased organization flexibility: Organization flexibility refers to ability of an organization to adjust to short-run variations in the volume of work.
Benefits Of Training To Employees
The following are the benefits of training to employees
Increases market value: As employees acquire new knowledge and job skills, they tend to increase their market value and earning power.

Increased job security: Possession of useful skills by employees enhances their value to the employers. Thus, there is increased job security.

Increased opportunity for promotions: Training qualifies employees for more future promotions and responsibility with attendant increase in pay.
Training Process
The process of training and development will be briefly analyzed according to H.W Moulton (1980) as follows:

Identification of training needs
Designing of the training programme
Implementation of the training programme
Evaluation of the programme.
Identification Of Training Needs:
All training should be justified on the bases of a prior need analysis. Training need refers to any deficiency of skills and knowledge on the part of the employee which can be remedied through training. When the performance of workers is noticeably poor, and cannot be improved through motivation and simplifying the work procedures, then training need has arisen.

Turrel (1980) says that training need arises in organization from three (3) sources;
Those caused by changes in technology, markets, legislation and manpower composition;
Those derived from work problems, such as manpower utilization, machine utilization, disputes, safety and quality; and

Those arising from manpower wastage associated with poor recruitment, induction, training and the like. Moulton (1980) believes that training need arises from three (3) sources, which include, job analysis, company or organization analysis and person or individual analysis.
Job needs analysis: Entails an extensive analysis consideration of the specific requirement of the task to be performed, the minimum acceptable standard of performance, the technical nature of the job and the combination of special skill requirement in terms of technical, professional, interpersonal, managerial, conceptual, analytical and diagnostic skills required to get the job done very well.

 Company or organizational analysis: this refers to the breakdown of the entire organization or the basic of the job task in order to find out the area training is needed.
Person or individual analysis: The analysis here tries to focus on the weakness, deficiencies or the training need of each job holder within the present and the near future. The analysis here focuses on individual strengths and weaknesses and on what should turn the individual worker into a better performer.

Other general methods for assessing or identifying training needs include. a)Performances appraisal reports Observation
Training needs survey as may be carried out by the supervisors
Employee suggestions.
Designing Of The Training Programme
In designing the training programmes, the training manager must fashion out an appropriate training programme. For each categories of employees training requires different course contents and different emphasis on teaching and the choice of teaching methods. In designing training and development program in any organization, seven sequential stages are involved. The stages are:

Carry out training and development need analysis which will reveal whether the organization needs training and development, in what functional area in the organization and who are those to be trained and at what cost.

Identify and state training and development objectives.
Sieve through the existing training methods in order to pick the most appropriate method bearing in mind the objective of the training and development programme.

Choose from among training and development methods the particular method to use.
Work out a strategy for monitoring in order to detect if the programme is on course or not.

Implement aspect of the programme.
Measure the effect of the programme on the recipient's job per.
Implementating The Training Programme
After completing all the steps in the design of training programme, the next step in the training process is the implementation of the programme that has been developed.

Evaluation Of The Programme
As Kirkpatrick has stated, “all training professionals agree: evaluation should be done”. Training can be evaluated at any of three stages: input, throughput and output. In terms of input, the cost (expense) of training can be assessed either in comparison with other programmes or against a budgeted figure. In terms of throughput, organization often assess the number of trainees processed in a given time period far more effective, however, is the evaluation of output, which can be assessed by one of the following four criteria.
Reaction level: Measures the emotional response of the trainees to the programme. This is done through attitude surveys, typically immediately after the programme.

Learning level or immediate outcome: Measures the acquisition of knowledge. This is measured by objectives or subjective tests administered to the trainees.
Behaviour: Measure the changes in skills that occur as a result of training. It is often assessed by direct observation of the trainee or by self-report.

Result: Measures the organizational effect of training. This is assessed through direct calculation of costs, sales, profits e.t.c.

Essence Of Training
Organizations embark on training programmes, for many reasons however, these can be summarized as

Productivity: People are employed for the simple reason of helping the organization to achieve its goals and this can be done when the work is quite productive. Most training programme is therefore organized to help In increasing the workers efficiency on the job, thus increasing his productivity.

Effectiveness: By increasing the workers skills he becomes effective in executing the task assigned to him.

Preparation for higher responsibilities: Improving a workers performance on his present job will enhance greatly his chances of being elevated to higher positions and responsibilities.
To boost the workers morale: By increasing skill of the worker, he develops a more sense of self worth, confidence and trust in his own abilities.
Training Techniques
It involves the application of knowledge. Effective trainers utilize a more rigorous decision process in their selection decisions. One approach is to classify in advance the various training techniques according to the degree to which they match a set of relevant criteria. These criteria might include, but not be limited to the following.

Whether the techniques is oriented toward knowledge, attitudes or skills.
Whether the technique is generally applied on-the-job or off-the-job.
The degree to which the technique incorporates the major principles of learning.
The relative expense involved in development and administration of the programme.
The unique trainer skills required
The time duration over which the training technique usually extends.
Current Challenges In Training
It has been found from recent studies that before the recession really set in (pre (1983) not much of training was witnessed. The recession of 1983 and the structural adjustment program of 1986 were accompanied by a continuous and critical modification in the frequency, method and focus of training courses. The main reason for these changes is the substantial decline in the resources of older generation firms, which seriously reduced the financial allocation of training. In a few other cases, the cut on overseas training was informed by caution on the part of older firms who felt that the boom in new firms(e.g, banks) is at best artificial and not enduring. In fact, casual observation reveals that overseas training have practically ceased while the grants of study leave (training leave with pay) have substantially reduced. A number of other

 reasons explained the refocused interest of employers in training courses for their staff. These may be;

rapid changes in technology(computerization);
rapid changes in public policy(branches, interest rates, inter-bank and other prudential guideline) suggesting that managers and workers need to respond appropriately with new skills, attitude and knowledge;

increase in the incidence of fraud and the role of employers to prevent and control malpractice from all possible sources;

policy intervention strategies such as re-engineering and adoption of total quality management, team working and other specialized and specific goal-directed human resource utilization approaches; and

Reduced demand for goods and services, high rates of interest bringing about high incidence of bad debts, and requiring new and modern marketing approaches to attract deposits and minimize bad debt expected to persist in the millennium and beyond.

Employers will continue to pay serious attention to training since new corporate cultures are necessary in order to imbibe new attitudes that are required for success in a new operating environment.

Current training programmes are however constrained by the following incidences or practices;
The failure to determine training needs reliably and relevantly;
Inadequate funding of training;
Burying or sacrificing the training function in organizational policies;
 Failure to systematically evaluate the effects of training;
Unwarranted dumping or muddling of the steps in the standard training process (viz., design, implementation and evaluation);

The unwillingness of supervisors to train the subordinates on the job or reveal the secrets of the job;

Failure to engage credible professional trainers and adequately brief trainers on the specific trends in an organization; and so on.

The Imperative Of Training In The Future
Effective utilization of employees for best results in a competitive environment has assumed a new trend. Merit-based award has been tested and found to instigate self-motivation in most employees, provided that performance appraisal is carefully done. He following practices is also requisite:

wage indexation
Pension indexation and
Redundancy reserves.
Aside from these, other desirable maintenance practices are in the area of training and development for staff. Certainly a new philosophy is required whereby all employees will take on the culture of a privatized or commercialized enterprise. It is expected that some resistance will be put up but appropriate training for all levels of employees can reduce these.

Akin to training, it will be expected that the practice of internal promotion will be emphasized. It is feared however, that some supervisors may exercise the fear that if the subordinates are told the ‘secrets' of doing the job, then, there is a treat to their own positions. This natural feeling has to be guarded against in a progressive enterprise. Thus, everyone needs to be trained about the desirability of team work as is emerging in global work place.

Conditions For Achieving Training
The success of any training and management development program is not determined by modern facilities, huge expenditure on equipment, abundant administrators on the ground and the fat budget for the program but rather on its outcome and the building of a team of competent, well-motivated work force that is able to cope with current and future organizational challenges and achieve their desired goal. The designers and implementers of the program should be familiar with basic adult training principles and other conditions for achieving success for learning and its transfer. Specifically, the following conditions should be complied with;

Conducive environment: This should be created for the mangers to transfer their new skills and techniques acquired from the development program to their job. The development cannot be effective if the new ideas and techniques conflict with existing norms, values, beliefs and customs (Fleishman, 1967).

Support of top management: The progam should receive the support of top management with adequate budget for it.
Repetition: Training should be arranged frequently and repeatedly for employees requiring crucial skills and techniques.

Participation trainees: Could be inspired through their active participation in the process. Very lengthy lectures that could get trainees bored should be avoided.
  Emphasis on objectives and needs: The developmental needs of the organization must be clearly stated in the objective and the program should reflect the needs spelling out the skills required to fulfill job responsibilities.
Organization: Training should be properly arranged so that the material presentation of segments is in sequence, building on one another. This eliminates gaps, contradictions or ambiguities in the program.

Motivation prospective: Trainees may not want to participate in a training proposed for them. They may see it as waste of time. They should be motivated by letting them know the personal and organizational benefits like promotion and improved performance they stand to gain from the training.

Feedback: There should be close communication between trainer and trainee because it helps the feedback process and employees/learners would want to know their progress vis- a-vis the objectives of the training course they went through.
Co-operation between the three main stakeholders: There should be co​operation among the organization, the supervisor and the manager for the management development exercise to succeed. The organization provides the resources and the environment, including paid courses and seminars, and the supervisor creates the awareness and the encouragement for the managers to take advantage of the development. The managers on their part feel sufficiently motivated by the expected goals. Inclusive of all managers: Management development should not be restricted to only the supervisory personnel but to include all managers in the organization to strengthen the managerial skills of or for management and executive professionals.

Problems Of Training Programme
Some of the problems facing training include:
Low morale: When an employee undergo training programme, his/her experiences, skills, attitude will be increased but if they are not adequately compensated this might result in low morale there by reducing their performance.Insufficient information: If the wrong person who is almost due for retirement was sent on a training course or does not need training was sent on training, the organization will gain little or nothing from such employee.

Transfer of learning: Some of the concept and principle taught are too academic and very difficult to apply in real life situation.
Non evaluation of the outcome of training: The company does not evaluate the outcome of the programme, there are in many instance, no examinations either written or oral or feedback from the employee.
Concept of motivation

According to Kelly (2017), motivation has to do with the forces that maintain and alter the direction, quality and intensity of behaviour. Hoy and Miskel (2018) contend that employee motivation is the complex forces, drives, needs, tension states, or other mechanisms that start and maintain voluntary activity directed towards the achievement of personal goals. In short, Simon (2019) defined motivation as the intensity of a person’s desire to engage in some activity. From the above definitions some issues are brought to mind that deal with what starts and energizes human behaviour, how those forces are directed and sustained, as well as the outcomes they bring about. There is a relationship between motivation and job satisfaction. However, the concepts of motivation and job satisfaction are often confused with one another. While motivation is primarily concerned with goal-directed behaviour, job satisfaction refers to the fulfillment acquired by experiencing various job activities and rewards. It is possible that an employee may display low motivation from the organization’s perspective: yet, enjoy every aspect of the job. This state represents high job satisfaction. Peretomode (2019) also argued that a highly motivated employee might also be dissatisfied with every aspect of his or her job. Motivation is a human psychological characteristic that contributes to a person's degree of commitment (Stoke, 2019). It includes the factors that cause, channel and sustain human behaviour in a particular committed direction. Stoke, goes on to say that there are basic assumptions of motivation practices by managers which must be understood. First, that motivation is commonly assumed to be a good thing. One cannot feel very good about oneself if one is not motivated. Second, motivation is one of several factors that go into a person's performance. Factors such as ability, resources and conditions under which one performs are also important. Third, managers and researchers alike assume that motivation is in short supply and needs periodic replenishing. Fourth, motivation is an important tool which managers can use for organizational success. If managers know what drives the people working for them, they can tailor job assignments and rewards to what makes these people more effective.

The Elements of Motivation 

Supervision, work group, job content, wages and opportunity for promotion are the components that influence employee motivation and their productivity(Kelly,2017). He elaborates that under supervision, the thought for employees' needs and feelings is what the supervisor should worry themselves with. The employees that be given opportunities to make a decision will have a higher level of motivation and productivity. Cherian., (2018) state that the best motivation of an individual to work increase from the sense of growth in responsibility that given by the supervisor.  

Lang, (2020) claims organizations that apply supportive supervision increase the non economic motivation in general. The employees will increase in teamwork and productivity as they focus on achieving the goals. The important factor in the relationship between employees and supervisor is that it applied from the view of the employee. This shows the value of effective supervision to increase employee motivation. The wage is known as one of the components of motivation. Stoke (2019) concludes that employees may be satisfied with their wages, but can feel dissatisfied if they find that their wages are lower than others. Lawler & Porter (2019) said that the organization that wants to have highly motivated employees need to provide high salaries and benefits to them. 

The salary usually causes a negative effect on motivation rather than affect positively. The managers then need to remember that even though the pay is not the main factor, but it is important to an employee as it can lead to unproductively and it cannot be exchanged for non-financial benefits. Opportunities for advancement is viewed as challenging motivational to study because when an employee is promoted, the new position involves different work groups, salary and job description. Saraih, (018) believe that job advancement is an important factor of motivation in employee's productivity since the motivation will lower when absent. Then, promotions also expected to motivate higher efficiency although they are not surely followed by the difference in salary arrangements. Recognition is also a strong motivator. Dubrin (2017) states the direct way of positive reinforcement is by giving recognition to employees. 

Bowen (2000) also said that recognizing the employee for their action is good practice for both parts. According to Brown (2019), there are two types of recognition which are formal recognition and informal recognition. Informal recognition is recognition that an individual receives from others such as colleagues or managers. Formal recognition is recognition that derives from the organization to the employees such as when they achieve the organization's goals.
2.2
THEORETICAL FRAMEWORK

Herzberg’s Two Factor Theory 

Herzberg's Two Factor Theory or known as Motivation-Hygiene Theory is one of the ways to identify intrinsic components that contribute to satisfaction and dissatisfaction of the workers (Rudez, 2007). The groups of motivation components in this theory are motivators' factor and hygiene factors. Motivators' factor function is to increase job satisfaction while hygiene factors are to decrease job satisfaction. Motivators' factor relates to the job content of the work itself. It is an attempt to motivate individual to work harder and perform towards higher standard such as achievement, recognition, and advancement. Hygiene factors concerned with the job environment and are external to the job itself such as company policy, work conditions, salary and job security (Herzberg, Mausner & Snyderman, 1957).

McGregor Theory X and Theory Y 

McGregor (1969) suggested that management is given a task to guide people's actions and efforts in order to fulfil the organizational objectives. McGregor then suggested that employers have two thoughts correlated with their assumptions of the nature of employees. These assumptions were known as Theory X and Theory Y. Theory X, he states four assumptions about employees. The assumptions were the employee being lazy and try to avoid work, the force must be used to make them work, employees avoid responsibility and have zero ambition and put security above all factors related with work (McGregor, 1969). Theory X is an improper method to measure motivation because the nature of employees as presumed are consequences of management practice and not by the nature of human beings. 

McGregor (1969) then state that theory Y is based on the true assumptions of human nature, which are employees enjoy work and think of it as a normal part of life. They also work with minimal supervision if dedicated to achieve organizational goals and learn to accept responsibility and have the capability to make a decision even though they are not in managerial positions (Latham, 2007).Theory Y can be used in the job enlargement concept as it inspires lower level employees to take responsibility and provides chances for employees to satisfy their social and self-seeking needs (McGregor, 1969). Theory Y also can be used in order to include the employees in the decision-making process (Latham, 2007).

Maslow’s Hierarchy of Needs 

Theory Maslow's Hierarchy of Needs Theory is a theory introduced by Abraham Maslow that is based on the satisfaction of human needs to achieve motivation. The needs of motivation are physiological needs, safety needs, social needs, esteem needs and self-actualization needs. Firstly, physiological needs are the most essential such as foods, shelter, and clothing. These needs can be possessed by receiving salary and wages and ensuring a safe working environment. Secondly, safety needs refer to physical and economic protection. The employer can fulfil this need by providing benefits such as retirement plans. Thirdly, social needs are the need for an individual to feel belong or accepted by others. 

Employees want to have a good relationship with others in order to participate in teamwork. Fourthly, esteem needs are the needs to get recognition from others such as the value in the society that eventually lead to acquiring self-respect and status. Lastly, self-actualization refers to an individual's drive towards attaining their potential and self-satisfaction (McGregor, 1969). The hierarchy of needs theory shows that the needs that have been fulfilled are no longer provides enough appeal to motivate employees. When the lower needs are satisfied to a certain level, the dominance of the higher-order needs is initiated. So, if the managers want to motivate employees, they need to know at what level of the hierarchy the employee currently is targeting. Then, the manager can focus on preparing the opportunity to fulfil the needs at that stage or above it .

Expectancy Theory of Motivation 

A mathematical model has been developed by Victor Vroom as an explanation of motivation in an organization known as the expectancy theory. This theory focuses on the results of a person's effort and not on the needs of the person. The theory states that the intensity of a tendency to perform in a particular manner is dependent on the intensity of an expectation that the performance will be followed by a definite outcome and on the appeal of the outcome to the individual. He managed to come up with three variables that are important for motivation namely, valence, instrumentality, and expectancy. The expectancy theory emphasized that employee’s motivation is an outcome of how much an individual wants a reward (Valence), the assessment that the likelihood that the effort will lead to expected performance (Expectancy) and the belief that the performance will lead to reward (Instrumentality). In short, valence is defined as a value of results of work, while expectancy is one's belief that effort will bring to certain results and instrumentality is the belief that link one results to another. In addition, valence is the significance associated by an individual about the expected outcome. It is an expected and not the actual satisfaction that an employee expects to receive after achieving the goals. Expectancy is the faith that better efforts will result in better performance. 

Expectancy is influenced by factors such as possession of appropriate skills for performing the job, availability of right resources, availability of crucial information and getting the required support for completing the job (Vroom, 1964). This description of employee motivation is acknowledged widely because most of the evidence supports the theory. The theory believes that employees willing to work with a high level of effort as it will lead to desired results . This theory implicated that the managers can correlate the preferred outcomes to the aimed performance levels. Thus managers must ensure that the employees can achieve the aimed performance levels and deserving employees must be rewarded for their exceptional performance.

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. 

This study was carried out to investigate training and motivation as a tool for improving employee performance using  power holding company of Nigeria (PHCN) Okpara Avenue Enugu Zonal Headquarters, Enugu State as a case study. Staff of  power holding company of Nigeria (PHCN) form the population of the study.
3.4
SAMPLE SIZE DETERMINATION

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

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

In this study, the researcher adopted the convenient sampling method to determine the sample size. Out of all the entire population of Staff of  power holding company of Nigeria (PHCN), 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 enquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions. Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
3.7
METHOD OF DATA COLLECTION

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

The responses were analyzed using the simple percentage  tables, which provided answers to the research questions.  

3.9
VALIDITY OF THE STUDY

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

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

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

CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

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.

4.1
DATA PRESENTATION
Table 4.1: Demographic profile of the respondents

	Demographic information
	Frequency
	percent

	Gender

Male
	
	

	
	17
	56.7%

	Female
	13
	43.3%

	Age
	
	

	25-30
	9
	30%

	30-35
	8
	26.7%

	35-40
	6
	20%

	40+
	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, 2022

4.2
DESCRIPTIVE ANALYSIS

Question 1:   Do the staff of PHCN receive training and motivation to improve their performance?

Table 4.2: Respondent on question 1

	Options
	Frequency
	Percentage

	Yes
	15
	58.44

	No
	4
	19.48

	Undecided
	11
	22.07

	Total
	30
	100


Field Survey, 2022

From the responses obtained as expressed in the table above, 58.44% of the respondents said yes, 19.48% said no , while 22.07% were undecided. 
Question 2: What type of training does PHCN gives to her staff?

Table 4.3; Respondent on question 2

	Options
	Yes
	No
	Total %

	Compliance training
	30

(100%)
	00
	30

(100%)

	On boarding training
	30

(100%)
	00
	30

(100%)

	Technical training
	30

(100%)
	00
	30

(100%)

	Product training
	30 

(100%)
	00
	30

(100%)


Field Survey, 2022

From the responses obtained as expressed in the table above, all the respondents constituting 100% said yes in all the options provided. There was no record of no.

Question3:  What are the motivational tools used by PHCN to motivate her employee?

Table 4.4: Respondent on question 3

	Options
	Yes
	No
	Total %

	Create a comfortable and inspiring workspace
	30

(100%)
	00
	30

(100%)

	Celebrate milestones and achievements
	30

(100%)
	00
	30

(100%)

	Offer personal enrichment programs.
	30

(100%)
	00
	0

(100%)

	Validate good work
	30

(100%)
	00
	30

(100%)


Field Survey, 2022

From the responses obtained as expressed in the table above, all the respondents constituting 100% said yes in all the options provided. There was no record of no.

Question 4: What is the relationship between training motivation and employee performance?

Table 4.5: Respondent on question 4

	Options
	Frequency
	Percentage

	Positive relationship
	20
	51.94

	Negative relationship
	4
	19.48

	Undecided
	6
	28.57

	Total
	30
	100


Field Survey, 2022

From the responses obtained as expressed in the table above, 51.94% of the respondents said positive relationship, 19.48% said negative relationship, while 28.57% were undecided. 

Question 5: What is the percentage of PHCN’s staff that have benefited from her training and motivation packages?

Table 4.6: Respondent on question 5

	Options
	Frequency
	Percentage

	High percentage
	39
	51.94

	Low percentage
	22
	19.48

	Undecided
	29
	28.57

	Total
	90
	100


Field Survey, 2022

From the responses obtained as expressed in the table above, 51.94% of the respondents said high percentage, 19.48% said low percentage, while 28.57% were undecided. 

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATION

5.1
SUMMARY

In this study, our focus was on training and motivation as a tool for improving employee performance using power holding company of Nigeria (PHCN) Okpara Avenue Enugu Zonal Headquarters, Enugu State as a case study. The study specifically was aimed at highlighting whether the staff of PHCN receive training and motivation to improve their performance,  Find out the type of training given to staff

 evaluate the motivational tools being used by the organization to motivate its employees,  make a critical appraisal of the relationship between training motivation and employee’s performance and find out the percentage of PHCN’s staff that have benefited from her training and motivation packages. A total of 30 responses were validated from the enrolled participants where all respondent are drawn from staff of power holding company Enugu State.

5.2
CONCLUSION

Based on the finding of this study, the following conclusions were made:

The staff of PHCN receive training and motivation to improve their performance

The  type of training PHCN gives to her staff is compliance training, on boarding training, technical training and Product training.

The motivational tools used by PHCN to motivate her employee are create a comfortable and inspiring workspace, celebrate milestones and achievements, and offer personal enrichment programs.

There is a positive relationship between training motivation and employee performance 

The percentage of PHCN’s staff that have benefited from her training and motivation packages is high.

5.3
RECOMMENDATION

Based on the responses obtained, the researcher proffers the following recommendations:

That management should understand the importance of training staff to increase the overall motivation level of staff.

Organizations leaders should chose the right tool by considering those factors which effect on staff.

That the same motivation tool should not be used repeatedly and organizations should use those tools flexibly; a motivation tool may be replaced by the other.
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APPENDIXE

QUESTIONNAIRE

PLEASE TICK [√] YOUR MOST PREFERRED CHOICE(S) ON A QUESTION.

SECTION A

PERSONAL INFORMATION
Gender

Male ( )

Female ( )

Age

20-25 ( )

25-30 ( )

31-35 ( )

36+ ( )

Marital Status

Single  ( )

Married ( )

Separated ( )

Widowed ( )

Education Level

WAEC ( )

BS.c  ( )

MS.c ( )

MBA ( )

SECTION B

Question 1:   Do the staff of PHCN receive training and motivation to improve their performance?

	Options
	Please tick

	Yes
	

	No
	

	Undecided
	


Question 2: What type of training does PHCN gives to her staff?

	Options
	Yes
	No

	Compliance training
	
	

	On boarding training
	
	

	Technical training
	
	

	Product training
	
	


Question3:  What are the motivational tools used by PHCN to motivate her employee?

	Options
	Yes
	No

	Create a comfortable and inspiring workspace
	
	

	Celebrate milestones and achievements
	
	

	Offer personal enrichment programs.
	
	

	Validate good work
	
	


Question 4: What is the relationship between training motivation and employee performance?

	Options
	Please tick

	Positive relationship
	

	Negative relationship
	

	Undecided
	


Question 5: What is the percentage of PHCN’s staff that have benefited from her training and motivation packages?

	Options
	Please tick

	High percentage
	

	Low percentage
	

	Undecided
	


