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ABSTRACT

This project focuses on the problem of improving performance through
human resource training and development with particular reference to Production
Unit of National Research Institute for Chemical Technology (NARICT), Zaria.

The study is amed a highlighting the importance of training and
development and its effects on the level of performance, that is, the quantity and
quality of production output.

Data was collected from both primary and secondary sources. Analysis of
data was done by simple descriptive statistics such as mean, percentage, and
student t-statistics through the aid of computer.

A The study revealed that 22 percent of the staff in the Unit were trained in
1998/99 and that production level increased by 202.5 percent over the 1997
figure. A t-value of 2.88 which was significant at 10 percent level showed that
there was significant difference in output before and after the training. Thus, the
null hypotheses postulated was rejected.

In conclusion, it was observed that training and developing is an effective
means of improving the quantity and quality of production thereby achieving
corporate objectives. Some recommendations were made based on the results of

, this study.
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APTER

1.0 NTRODUCTION

One of the challenges facing modern organizations in the uncertain and
dynamic business environment is the problem of training, developing and
maintaining effective and efficient workforce. Effective human resource
management should therefore ensure a more systematic training and development
process as a strategy for achieving improvement in employee performance. The
complex nature of modern organizations demands for suitably qualified and
analytical employees who will be able to cope with the increasing challenges of
business operations. It is therefore necessary for an organization to train and
develop its human resources to enhance their effective and efficient performance
which is central to achievement of organizational goals. .

Employee training and development is therefore an important part of an
organizations overall human resource management strategy. This is further
buttressed by the fact that of all the three main resources (men, materials and
money) available to any organization, men control or handle the other two
resources. As a result, Pigors and Myers (1981) maintained that "no
organization has a choice whether to develop its employees or not, the only
choice is that of methods."" All new employees regardless of their previous
training, education and experience need to be introduced to their new employers
work environment and to be shown how to perform specific tasks. Moreover,

specific occastons for retraining and/or development arise when employees are



- transferred or pr01noted or when jobs change and new skills are necessary for
effective performance. Also changes due to advancing technology and autmﬁation
calls for improvement in .pérformance which can be achieved through training and
dévelopment. | |
Conscquently, human resource unlike money and material resources cannot
perform eftectively when left for a. loﬁg tih1f: without training and development,
This view was emphasized by Rupert Vance (1985) when he stated that "physical
resources pnused lie insert, coal left alone for a million year is still coal, but
human rbsource§ left unutilized deteriorate."? Deterioration of human reSéﬁrccs
is casily manifested in poor performance of tasks by employees which
subsequently results in failure to achieve organizational goéls. Hence, Clearance
Francis (1985) stated that "the greatest asset of a business orgaﬁization are its
human assets and the improvement of their value is a matter of both material
advantage and moral obligation."* Employee training and development is one

wﬁy of improving the value of human assets in an organization. This implies that

improved job performance and job satisfaction are likely to accrue to any -

organization that adequalcly trains and develops its human resources.

.. _ Sonie authors use the words ’training’ and "development’ interchangeably
Hilirop (1999)* described employee training and development as transjlion in
skills, knowledge, attitudes or social behaviors which involves the ana]ysis,

design, implementation and evaluation of relevant activities aimed at:



1. Improving current or (uture employee performance (in relation to setl
organizations goals} by increasing the ability of individuvals and groups to
perfonﬁ,.and |

2. Planned efforts (o facilitate and organise learning experiences and the
acquisition of job-related knowledge and skills.

However, some writers }cstrict employee training to those programmes
designed to provide the knowledge, attitude or job skills that will help employces
perform their present jobs it implies that training has immediate practical..-
application on the job. While employee development programines are designed
to assist employees in preparing themselves for future responsibilities of a
different nature, or a higher degree of proficiency in their present jobs. Whereas
training has an early and often visible pay off, development is future oriented.

Generally, employee training and development is a personnel function that
should not be neglected at any level of human resource management. From a
global viewpoint, Hiltrop 1999 observed that the most obvious reason why
European organizations need to train and develop their employees is "to remove
current or anticipated deficiencies in performance that result from increaséd
global c(nnpctiti.on."j Hiltrop further explained that the development of a more
transnational approach to organisation has brought about the need to train and
develop a more flexible cadre of intcrnational managers ‘:md has increased the

+

importance of cross-cultural awareness and sensitivity skills,

¥

The importance of employee training and development as highlighted

above, is a motivating factor to this study.
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1.2 HISTORICAL BACKGROUND OF NATRICT

The Institute which is today known as National Research Institute for
Chemical Technology (NARICT) started as a Hides and skins Projeét of the Food
and Agricultural Organization (FAO) of the United Nations in 1964. It was

up-graded from Leather Training Institute to a Research Institute called Leather

Research Institute of Nigeria (LERIN) in 1976 and was placed under the o

supervision of the National Science and Technology Development Agency
(NSTDA). Prior to this time,. 1t was being supervised by Agricultural Research
Council of Nigeria. o | | . : o
As a Leather Research Institute, its mandate (approved arca of operation}
inlcl.uded research and training in all aspects of leather activities such as hides and
| ékiné impfovem'cnt, funning agents énd mechanism of tonﬁagc. Other areaS of
operation are research and training in footwear leather - goods, quality control
and standardisation, slaughter, house and tannery by-products, research extension
servic.es, library, pub!icationé and documentation. o
The technical training aspect of the Institute (ie LERIN) sought to train
students at certificate and diploma level in the area of leather, footwear and
| Ieat'herlgoods technology. |
However, in 1988, the Institute’s mandate was expanded to include
chemical technology and its name was changed to National Rescarch Institute for
Chemlical Technology to reflect the expanded arca of operation. The new

mandate of the Institute includes the following:



ifi.

v,

V1.

Vii.

viii.

Research and development work into:

(a})  Processes for the conversion of agricultural minera.ls and otﬁer ra.w.
materials into chemicals:

(by The processing of commercial grade chemicals into laboratory
grade, .e.tc | |

Establish and operate a Ciuality—control laboratory for hides, skins leather

and Ieathel_' products.

Estéb]iéh and operate chemical tcstiﬁg laboratory.

Provide environmental monitoring and control services, with respect to

chemical and leather industry machinery and equipment.

;Trarlsfcr.Chcmicai and leather machinery hroduction technologies to

private sector industries and render consultancy and extension services to

such and other industries.

Collaborate with higher institutions, govenlmcnt z.lg.encliesl, bbrporate

bodies and international organizations in the execution of its own

programmes and projects.

Accept on its own terms, trainees for practical work attachment in its

work.

Underiake any other activities i connection with all or any of its

functions.



1.3 PROBLEM STATEMENT

Employee performance is onc of the critical factors necessary for the
fealization of organizational goals. Also the complex and dynamic nature of
modern organizations today calls for commensurate improvement in employee
performance as a response 10 the changing needs of their organizations. Hence,
there is the problem of how to align employec performance with the prevailing
level of technological advancement necessary for the achievement of corporate
objectives.

One way of matchiﬁg employee perfbnnaﬁce with technological
advancement is through training and development. Again, the effectiveness and
efficiency of any organization, especially rescarch institutions depend to.a large
extent on how effectively its human resﬁurces are trained, developed and utilized.
Unfortunately, lﬁany organizations do not secm to fully understand the pllace of
training and devclopment of their human resource. Hence, human resource
training and dcvelbpmcnt is not given the priority it desefves. |

Therefore this study will examine the effects of training and development
on performance of employees with regards to quantity and quality of outbut.

1.4 HYPOTHESIS

The following hypothesis is postulated for testing in this study:

Ho: Human resource training and development has nﬁt led to significant
improvement in level of performance.

Hj: Human resource training and development has led to significant

improvement in the level of performance

A K’f‘g‘..‘d!ﬂf F T



1.5 SIGNIFICANCE OF THE STUDY A

Many organizations in Nigeria, cspecially public enterprise are facing the
problem of low performance which in turn leads to none achievement of
organizational goals. This situation needs urgent solution. Investigating the
importance of training and development on employee performance is a means to - |
attain this noble goal that is, solving the problem of low/none performance.

Furthermore, this study will help human resources managers to establish
training and development programmes and .I policies suitable for effécﬁve |
performance in their organizations,

Finally, this rescar;h will serve as a contribution to knowledge and a
| stimulant for further investigation oﬁ other factors (such as motivation) that

influence employec performance.

1.6 OBJECTIVES OF THE STUDY
| This stud.y is designed to achieve the following objectives:
i. To highlight the importance of human resource training and develoﬁment
on the level of performance. |

ii.  To show how human resource training and development can enhance the

quality of employee pcriormance.
ili.  To determine the effects of training and development on the level of

output {i.e. quantity produced).



1.7 SCOPE OF THE STUDY

Generally, there are many factors that influence employee performance.
This study is focused on human resource training and deveiopment as a factor
that determines the standard of performance. Particular reference is made to
National Technology (NARICT), Zaria. The period of study covered is between

1997 to 1999.

1.8§ LIMITATIONS OF THE STUDY

There are some obstacles encountered by the researcher in the cause of
this study. Firstly, is the problem of limited time which could not warrant a
mMore cénﬁnehensive and detailed study.

Secondly, this study is constrained by the paucity of data, some importalit
records are either not available or poorly maintained.

Lastly, the lukewarm attitude of respondents partly based on the belief that

projects become public property when they get into the library, also posed some

constraints.
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CHAPTER TWO

2.0 | REVIEW OF LITERATURE

2.1 INTRODUCTION

In this chapter the concepts of performance, training and development will
5e examined theoretically. A study of the meaning and factors influencing
organizational p_erformancé will be undertaken. Likewise, related literature on
the meaning and methods of employee training and development and their
relevance to this research will be reviewed. The aim is to provide a clear image
of existing literature on the shbject area as a foundation necessary for the

execution of this project.

2.2 THEORETICAL FRAMEWORK
2.2.1 THE CONCEPT OF PERFORMANCE

Accordin:g to Miner and Luchsinger (1985), "pérformaﬁcc is Wh.at one
does within the limits of a position created by an organization to achieve goals."!
This implies that pcrformance is good when it is m line with the role
.pres.criptions for. the position and performance is bad if it does not align with the
role prescriptions. Where there is widespread and large disparities between role
prescriptions and performance, the resultant effect it performance failure (ie '
organizational failure). | | |

Similarly; Incgbenebor and Osaze (1997) used efficiency and effectivenéss -
to described the performance of management in any organization. They defined
efficiency as a ratio of output to input. It is expressed as follows:

S
10 . ._ : .‘J{"" j_.’.tl



Output may be goods and services while inputs are the resources (both
human and material) used to | produce the goods and services. Efficiency
measures.how well the resources available to the organization have been utilized
to produced the desired output. |

On the other hand, Inegbenebor and Osaze also defined effectiveness as
the extent to which certain objectives or goals have bee.n attained. For exaniple,' .
if an organizations objective is to makes sales turnover of 42 million by tl:16 end
of a given year, its effectiveness is determined by the extent such an objective is
actually realized at the end of the period. Effectiveness is "doing the right
things", the ability to choose or select the right things to do. Hence,
management performs well when there is efﬁcient and effective utilization of its
resources to achieve the set organizational goals and vice-versa.

Hitrop (1999) noted that "performance is often only considered at the
- individual levellagainst a set of undefined, generic personal characteristics (eg
leadership) or a set of specific yet narrow technical skills (e.g. financial analysis)
derived from out dated job descriptions that focus on task execution rather than
on outputs."® Hence he identified four performance criteria for measuring
individuai contribution on the job.

They are:
(i) What you achieve
(i)  How you achieve it

11l



.(iii) Thc extent to which you have the whole task and

(iv)  The expectations or deliverables for internal and external stakeholders.
Furthermore, Miner and Luchsinger .(1985) identified four general

dimensions of performance namel&: |

(i) "Quality - mistakes, errors, waste, accuracy

(i)  Quantity - amount, prociuctivity, profit and loss

(1ii) Tinﬁe at work-absenteeism, long service, overtime, lateness, loss-time -
accidents, premature turnover etc,

~(iv) Cooperation towards goal atlainment, includiﬁg positive and negative
effects on the performance of others and on goal attainment, theft,
sabotage......
These performance dimensions are simi!ar to Hiltrop’s performance

criteria. For instance, what is achieved could be in termé of quantity of output

such as amount of work done, profit or loss made. How it is achieved could be

inform of the mistakes, errors, waste or accuracy i.e the quality of output. Also

the third criteria of the extent to which the whole task is done relates to time at

work in terms of abscntecism, lateness, etc. While cooperation toQard goal

attainment and influence ﬁn performﬁmc of others could be likened to the

expectations or detiverables for internal and external stakeholders.

| Miner and Luchsinger (1985) also noted that in practice, .'I'.the four

b]

dimensions of performance are interrelated and can occur concurrently.”® For

éxamplc, time at work influences both the quantity and quality of work.
Cooperation toward goal attainment can also affect the time at work an example

12



is whén one employee exerts positive inﬂﬁen‘ce o.n another to facilitate
productivity. This can in turn affect goals such as profit directly.

There are other factors that can be used to judge individu.als such as coldﬁr
of skin, habits, physical app;aarance, etc. I-'{ow.ever, Miner and Luchsinger
(1985) opined that, "if such factors are not in any way related to achievement of
organizational goals, they arc not a legitimate part of the job requirements.
Hence they are not a component of the performance concept. *®
2.2.2 TRAINING AND DEVELOPMENT CONCEPT

As already noted in chapter one, th.e terms training, development and
education are often used interchangably. Efforts have however been made to
define the terms as separate ¢ntities.

~ Reilly (1979) defined tra.ining as | "the development of a persons |
knowledge, skilis and attitudes for a vocational purpose.”” Craig and Bittel ( 1977)
also noted that "staff development unlike training is concerned with the growth
of the whole man, the expansion of his abi.l.ity to utilise his capacities fully and
to apply his knowledge and experience to the solution or resolution of new and
different situations."®

Hacket (1979) more specifically defined the terms as follows:

ﬁ. ~ Education is the process of acquiring background knowledge of a subject.

It is person oriented rather than job-oricntal.

b. Training- is the preparation for a pﬁrticular job. It is concerned with
performance and the application of knowledge and skills to present works; | : |

and

i3



c. Devclopment is a course of action designed to enable the individuals to
realise his potential for growth in the organization. It relates to future
rather than present jobs.- o |
Onuoha (1993) agrees with Hacket approach (o these concepts. He

observed that management education leads to the award of certificate, diploma

or degree to the management studies; while management development enables
organizations to obtain the best from their managers and makes the managers feel
satisfied and self-actualised." |

| Flip'po (1980) summarised the three concepts by stating that "Development
would include both training to increase skills in perfonﬁing a specific job and

education to increasc general knowledge and understanding of out total

environment. """

Howéver, a most recent view of human resource development by Hitrop
(1990) introduced a forth element, lé.arning. He opined that human rcsburce
| developmeﬁt "iﬁvolves integrating the four elements of education, training,
development and learning into the wider framework of an employee resourcing
policy and strategy."'? He defined learning as relatively permanent changes in
behaviour that occur as a result of practice. Learning therefore provides the
mechanism for transferring training and development activities into actual
practices or performance.

From the foregoing, it is evident that human resource development
involves a complex and continues process through which an employee is made
not only to master the intricacies of his present job, but is also being prepared .

14



for a satisfactory and life long career in his chosen profession. As a resuit,
human resource training and development is mot only important bﬁt alsﬁ a
nec.essity for achieving organizatton goals. | |
Furthcrmore, Flippo (1980) maintained (hat "no one is a perfect fit at the
time of hiring. Some training and cducatioﬁ must take placﬁ:.""3 He also noted -
that where no organized programme exists, development will largely be self-
development while learning on the job. Flippo further identified some benefits
that will occur to any organization that has planned development prlogrammes..
Such benefits include increase productivity, heightened morale, reduced costs,
and greater orgaﬁizational stability and requirements. Such programmes will also

help meet the needs of individuals in their search for work assignments that can

add up to life long careers.

2.3 OBJECTIVES or .TRAINING AND DEVELOPMENT

Training and development programmes are designed to achieve some | '
objectives which will justify the human and material resources expended on such
progmmmeé. Objectives of trﬁining and development can be looked at from the
individual and organisational view points. That is, the benefits individual trainee
and the organisation stand to gain from training/development programmes.

| A. common objective of any organisation’s training programme is the
changing of employees’ attitude to gain support, loyalty for the achicvement of

organisational goals.

15



Also training helps organisations to fill their manpower needs. for
instance, if an organsition anticipates future requirements of certain category of
workers which cannot be readily available in labour market, they can resort to
training of some of its present staff in those skill in order to fill their ﬁjture.
manpower need,

Furthermore, by maintaining qualified trainers and carefully controlled |
learning situation, management can be able to obtain sﬁortcr period for high
productivity of new cmployees. Thus, training reduces the time to reach
acceptable performance.

On the individual basis, training and development enhances job
sa.tisfaction. Since training is expected to lead to improved performance of the
job, the employée will enjoy a greater seﬁse of satisfaction and fulfilment.

Training ensures cmployees development because as (trained employeeé
acquire new knowledge and skill, they become more mobile in terms of job
opportunities as their improved skills become more marketable.

Also, training is expected to enhance job security, As efficiency of
workers on their job improves, it enhances employees’ value within the
organisation, ‘ |

Training Lelps employees to acquire new skills that are needed to take up
more challenging positions thereby enhancing promotion and advancement.
Again, the emphasis of management training is the ability td learn and apply

management techniques in achieving organisational goals.

16



Generally, training and development can contribute to fewer mistakes,
greater job satisfaction, lower turnover, higher production and the ability to cope

with environmental changes,

2.4 NEED FOR TI{AINING AND DEVELOPMENT

Important as it is, employee training and development should only be
embarked upon .when it s necessary, otherwise, it will only amount to Wéstage
of time, money and labour. As a result, organizations must endeavour to identify
training and developmcnt needs-of its staff as well as the most appropriate imcaiis
of meeting such needs.

According to Gilbert (1967), "the need for trainiﬁg and development is

determined by performénce deficiency which is arrived at by comparing standard
of desired pertormance with actual (present or potcntial) performance.”'
Employee perfdfniance deﬁciencjr is computed by subtracting actual performance
(AP) from Standard Performance (SP) the result equals training need (TN). That
is; SP - AP = TN. This formula seems to be simple but practically, it may be
difficult for an organization to dctcrmine. the standard or des.ired performance of
émployees especially in the future and what level of performance employees are
currently exhibiting or are likely to exhibit in the future. Nevertheless,
organizations that engage in staff training and dcve]opment attempt to make these
estimates in order to increase the potential effectiveness of their training and
development programme.

4
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In the same vein, Miner and Luchsinger (1985) observed that training
needs analysis aftempts to first “identify where performance deficiencies e;;ist or
.can_be anficipated, then determine whether training and development would
- correct the deficiencies, and finally, specify the type of épproach to be used if

| | training does appear to provide the need remedy."'® |
They further stated that analysis of training needs, can be done thrdugh the
use of achievement tests and job samples to determine whether employees know
what they should know. Other approaches involve spotting problem areas in phc
organisation through examination of production recards, turno‘.ue.r stafistics,
i:aerformzmce .evaluation, etc. After identifying problem areas and jobs, training
needs can be gradually narrowed to determine specific types of training required
and who should receive it. Job analysis data can be of considerable value in this

process. | |

2.5 TFACTORS AFFECTING INDIVIDUAL PERFORMANCE

Odumosu (1995) speaking on the role of managerial leadership in Nigcria’s
éconofnic development argued that "it is often maintained that the root of
performance problem is not organisational structure nor even finance, but
personnel, particularly at the top and upper middie levels of management."'* He
further noted that, in the past, developmental projects could not be carried out,
not because the government could not raise the finance required but because there
is lack of executive capacity. Many institutions, companies and cb.rporations in

the country today are tottering because the quality of those who manage them is

- poor.



In the samc vein, Miner and Luchsinger (1975) identified "two main
factors that affect individual performance namely; individual influences and
environmental influcnces outside the individual."" |
2.5.1 INDIVIDUAL INFLUENCES ON PERFORMANCE

The aspects of the individual that account for ditferences in performance
include intellectual, motivational, emotional and physical factors.

The general intelligence {usually measured by verbal abilities) of an
individual greatly influences the occupational level at which he or she can
function effectively. Some jobs require some specific abilities (e.g. numerical or
mechanical abilities) more than others, Therefore, having the requisite abilities
for a particular job makes it easier for an individual not only to learn what the
job requires but also to continue to perform in the job as well.

According to Miner and Luchsinger "motivation energizes or activates the
human structure called organisations just as electriéity provides the energy that
makes a machine run.”'® This implies that for performarice to be at its best, the
motivation of the wmdividual and the ro!e. prescriptions of the organization should
be perfectly fitted together. Hence, performance will suffer if a person’s strong
needs are constantly frusirated by the requirements of his/her job, or the job
demands certain motives which the individual lacks considerably.

Feelings or emotions can be either positive (such as joy, happiness, love)
or negative {e.g. anger, hatréd, jealousy). Miner and Luchsinger further
observed that emotions have changing impact on performance because they are
transistory in healthy people, while motives and values are more stable and exert

i9



greater influence on performance.

Physical factors that influence performance range from illness to various
motor and sensory skills and dexterities. Individual performance is affected by
physical well-being with or without associated motivational factors, For instance,
a sick person cannot perform irrespective of how motivated or otherwise he or
she is. The major effects of physical factors are on absenteeism but quantity and
quality can suffer as well.

2.5.2 ENVIRONMENTAL INFLUENCES ON PERFORMANCE

As already noted in this study, performance partly depends on the way job

positions are defined and structured within an organization. However, there are

other forces both within and outside the organization which can boost or weaken

performance.
Miner and Luchsigner explained this process using the framework of an
open systems model (See appendix 2.1).

The open systems approach focuses on two major aspects of organizational

behaviour via:
(1) its system character, that is, movements or actions in one part of the

organization lead in predictable ways to movements or actions in other

parts.

(ii)  its openness to environmental forces which results in behaviour being in

a state of continuous change.

Thus, the intellectual, motivational, emotional and physical factors of an

13

individual do not have independent relationship with performance, rather they are
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conditioned by forces within the organisation that may enhance or hinder
performance,

Furthermore, Miner and Luchsinger observed that "organizations influence
performance implicitly in how they create positions and establish role
prescriptions - how they structure the work in relationship to organizational
goals.""” This implies that if individuals arc rightly placed and other job
requirements are met, performance will be enhanced. For'example, if a particular
job mvolves extensive numerical calculations with the aid of computer programs,
and the person placed on the job has both high numerical ability and the relevant
computer knowledge, perl’orma‘ncc will be enhanced. Conversely, performance
will suffer if an individual without the requisite capabilities is placed on the job.

Another factor in internal environment that influences performance is the
effects of work groups. Most people in the business world perform at least part
df the timé in a group environment and many. are mexﬁbers of several groups.
These groups can condition performance in nummerous ways. Groups can operate
to enforce their own norms restricting output.

As observed by Miner and Luchsinger the effect of workgroup
cohesivencss on performance is ’a "mixed blessing. "*® This is because it can help
in solving certain kinds of problems, while increasing others. By their nature
cohesive groups reducc separations and absentecism, members want to be with
the group. Cohesive groups support their members, thus reducing stress and
-enhancing performance. However, the quantity and quality of output depend on
how group norms and values relate to organisational goals. Also when a. work
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group consists entirely of experienced employees who know their jobs well,

supervisory effects on performance are greatly reduced.

Again, communication flow within the organization influences
performance. When certain information is necessary for a person to perform
effectively and a communication breakdown oceurs, i.e. the information does not
get where it is needed when it should, performance suffers. Similarly, effective
communication processes which ensure that the sender sends, the transmission
process transmits, and the receiver receives, contributes to improved

;

'performance.

There are other envirommental factors beyond the organization’s
boundarics that can influcnce performance. Miher and Luchsinger noted that such
factors are largely from family events and physical, economic and cultural work
content.

Family influences can exert strong positive or negativc.pressurcs on work
performance. Such influences could be through:

i. - Family crises such as divorce, death, severe illness and other emotional
stress that disrupt work performance. For instance, an individual responds
to the death of a parent or spouse with intense grief and is so depressed
that he/she is unable to work. Altcrnatively, the lack of such crises in an
individual’s life may pro.vide the conditions for productive work.

ii. Separation from some family members and the support they provide

produces. separation anxiety or home sickness that disrupts work

performance. Kyg, ey,
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iii Demands and competing pressure stemming from a family may reduce the
time and individual spcllqs at work or otherwise may interfere with
performance.

On the other hand, aspects of the climate and topography of a. region can
combine with either emotional or physical factors to influence performance.
Certain individuals react to prevailing weather conditions to the extent that it
affects their level of performance.

Noise, lighting, temperature, and other conditions in the workplace
influence performance. Likewise, health and accident hazards can resuit in
excessive absentecism and can produce enough anxiety to disrupt the quantity and
quality of output.

Also, the economic environment according to Miner and Luchsinger can
provide both positive and negative influences on performance. Economic
competition within an industry can stimulate the effort; and performance of
certain people, and union actions can contribute to a more secure and productive
work environment.

Lastly, cultural environment and its values can stimulate or depress
performance generally within a society. Individuals may selectively uphold
certain strong values of their culture or sub-culture, and the effect on
performance can be e.ithcr positive or negative.

Although Miner and Luchsinger are silent on the effects of training and
development on individual performance, it is evident that ﬂ'lc individual aspects -
intcllectual, motivational, emotional and physical factors (such as motor and
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sensory skills and dexterities) can be enhanced through training and development.
Likewise, the environmental fa_ctors, particularly those within the organization
can be positively influenced through training and development as it creates
awarcness of such factors to different categories of workers in an organization.
2.5.3 FACTORS INFLUENCING PERFORMANCE IN PUBLIC SECTORS

IN NIGERIA |

According to Chief Philip Asiodu - the Presidential Adviser on the
Economy. "Nigeria has to face up to the international theme of globalisation, and
technology. The world has left us behind but we must resolve to be
internationally competitive .... .irai_ning woulc_l be given priority attention by the
Federal Government in order to ensure that the workforce is modernized to meet
the challenges of the future, !

In the same vein, the Head of Federal Civil Service, Mr. Abu Obe noted
that, "the globaiisation of democratic governance with emphasis on private sector-
led economic systent, had underscored the need for the public service to be; more
performance - oriented, more responsive to the public, cost-efficient, transparent,
accountable and professional customer friendly."* Accolrding to Mr, Abu, the
civil service would pursue and attain these goals through training and retraining
of officiais at all levels.

An efficient management is indispensable to the success of any public
sector organization. It is sometimes believed that the inefficiency of public
enterprises is a result of improper performance by management of such

enterprises.
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Dr. M. 8. O. Olisa (1988) identified "four major factors responsible for
the poor performance of public enterprises in Nigeria such as, economic Factors,
socio-political factors, administrative factors and operational - technical
factors".*® To him, these factors represent the intemﬁl and external factors
militating against effective pcrt;ormancc of Nigerian Electric Power Authority
(NEPA).

Olisa highlighted the following as economic factors:-

Problems_of overstaffing, high lébour turnover, high cost of equipment,
uncompetittve or low quality products and services, the problem of capital and
world economic forces. The socio-political factors include the problems of
political intervention and control, tribalism and ethnicity, bribery and corruption,
positive and negative work attitudes, industrial refations, trade unionism, board
members, ability to make decisions and policies. His administrative factors centre
on management efﬁcicncy, personnel administration, training and intrusion of
government bureaucracy. While the operational - technical actors deal with
problems of quality of equipment and methods, professional expertise and
experience and Lhe problem of infrastructure.

All the above factors, as further asserted by Olisa make it impossible for

Nigerian Public enterprises to be efficient and effective in attaining its goals. he

- also rejterated that fact that performance measurement in the public sector should

not be akin to that of the private sector, since both of them have different frames
of reference against which their level of performance have to be measured. For
instance, while the private company might be measured against their level of
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profit per year, that of a public ‘corporation may not. A good measuré might be
the ievel at which the corporation attained the given objectives and at what cost?
Thus, owners of a private company imight be interested in both cost reduction and
profit maximization. On the other hand, the government may be very much
mterested in a public corporation achicving its objectives of providing public
services at reasonable costs. These different bases of measuring performance
make it uneasy for a good comparison between the level of performance attained
by private and public companies. .

To Ma;:zluley, S.A. (1988), "the major factor militating against high
performance by public enterprises is the problem of politics." He stressed that
although statutory corporations are primarily intended to be isolated {rom politics,
they are in practice linked with politics. The resultant effects as experienced have
shown is incessant government interference through the Ministers with the
operations of the corporations to the extent that initiatives are stifled and
_performance suffers.

For public enterprises to be efficient and effective, Macauley also

identified three conditions that must exist, via:

i a competent and knowledgeable Board of Directors and Management
Team;
ii. an effective organisational struciure, and

iii qualified and experienced managerial personnel.
But looking at public enterprises in Nigeria, he noted that the selection of
Board members and management team are based on political considerations.
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" Thus, most of the appointed board members are ignorant of the role they are to
play in the organisation and ;.Solicy formulation furiction of the corporation
becomes an illusion. The question then is, when the policy formulation stage is
defective, how will the implementation stage be effective? -

Organization structure, accordingto Macaulcy, should vary from one
corporation to the other if effective performance is to be achieved. This is
because the activities to be performed defer ffom one corporation to the other. -
Unfortunately, he obserxlfcd that public enterprises, particularly in Nigeria have
the same organisation structure designed by the government for all the
_ corporations.

As regards qualified and experienced management personnel, politics have
made near impossible among public corporations particularly, in Nigeria. The
problem of applying quota system to fill positions, appointing party loyalists,
tribal fnen and tﬁe ‘who you know’ syndrome have made it clearly impossible to
have the right man in the right position.

The above problems are the unintended conséquences of political
interference in the rﬁanagement of public enterprises. Other problems that hinder
performance according to Macauley include finance, pricing policy and the
atticude of f_:mployees., | |

| Nwosu, E.J. (1988) concluded that "what has generally emerged from the
" rich and growing literature on the organisational problems and operational
performance of public enterprises in Nigeria can be characterized as a Story of
disillusionment." To him whatever the laudable aims and high hopes, Nigerian
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public enterprises have pertormed in a way that can be described as
disappointing.

Nwosus’ (1.988) position can be buttressed by the series of Tribunals and
Commissions of Enquiry set up at both Federal and State levels to investigate the
difficulties and inefficiencics of public enterprises in Nigeria. Evidences abound
that almost all ‘[hcse tribunals and commissions have reported on the negative and
poor level of performance of the public organizations.

However, it must be noted that public enterprises do not exist and operate
in a social vacuum, The social and interpersonal relationships of the various
structures within the economy sometimes constitute major problems of public
corporations. Existing literature point to the lack of disciplined and honest feaders
at both political and bureaucratic levels, leaders who are cledicated to economic
and social advancement, whose life styles are challenging and capable of
inculcating new and progressive values to the populace. These social vacuum
greatly affects individual and organisational performance in both private and

public sectors. o5 /1
A Zip,,
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2.6 METHODS OF TRAINING AND DEVELOPMENT

Wexley and Latham (1981)*° outlined a number of training and
| development methods. They classified the methods by thcif inténded goals and
strategies, Some of the training methods seek to improve the lavel of self-
understanding. Some to increase job skills and knowledge and some to change
job-related motives. The strategics for training and development show various
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focuses of the training process such as cognitive changss in theuphis and ideas,

behavioural changes, and changes in the work environment (See appendix 2).

2.6.1 TRAINING TO DEVELOP SELF-UNDERSTAMDIMNG

According to Wexley & Lathen, (riuning aimed at improving self-

understading can be donc threvgh any of thie foliowing methods.

ii

Carcer Development:

This represent vocational gidarnce fside the company. This occurrad
originally as a result of legal pressure to improve opportunities for
irinorities and women, but it has spread well beyond thiat initial fucus.
Managerial work role training involves an intensive self-study of one’s
cwn manageriai job and one’s peiformance in it. The objective is to gain
a colid understanding of what a particular position requires of a2 manager;
questions for self-study are proviaed (o this end.

Sensitvity Training:

As tbe neme implies, sensitivity training focuses on the development of
awareness and sensitivity to behavioural patterns of oneself and others.
This training approach utilizes learning within a group, with the assistance
OF 2 group zacer, to inercare understanding of oneself, of the nature of
group processes, and of interpersonal skills in general. The usual benefits
according to Miner ar:d-LuchsEngcr include "a better understanding of
others, greater self-awareness, incicased competence in  handling

conflicts."?’
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In the same vein, IFlippo (1930), opined that "specific goals of sensitivity
training include:
(a)  increased openness with others,
(b)  greater concern for others,
(c)  increased tolerance for individual differences,
(d) less ethnic prejudice,
(¢)  understanding of group processes,
{f) enhanced listening skills, and
(hy  increased trust and support.”®®

While the general goal is to open up the organisation through increased
managerial sensitivity and trust, as well as increasing respect for the contributions
of others, whether peers, subordinates, or superiors.

However, sensitivity training has not received majority approval by
business managers. Group organisation devélopment rather than individual
sénsitivity training is emphasized in most companies.

iv. Leader-Match Training:

This form of training is based on contingency view of icadership. Its focus

is on traineg leaders’ u11cier.;tanding their primary leadership style and the

situations in which that style can be expected to produce the best results.
2.6.2 TRAINING TO DEVELOP JOB SKILLS AND KNOWLEDGE

When the objective of training and development programme is to inctease

job skills and knowledge, Wexley and Latham (1981)* recommend the following

methods:
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ii.

school where a specialist trains employces to perform a particular tasks.

Orientation Training:

This mcthod is intended to prepare the new employee io function
effectively in the organization. Typically, it involves some formal
presentation by members of the training staff, study of company
handbooks and other materials, and more specifically job-related training
by an immediate supervisor. The abjective is to provide knowledge of the
work and company environment in a condensed form.

Lectures and Discussion:

Some companies use the traditional classroom lecture format combined
with varying amounts of discussion to develop job skills and knowledge.
Audio-visual aids such as slides, films, video tapes are often used.

Flippo (1980) referred to this as vestibula school. That is, "a form of staff

n3o

Vestibule schools are used when the amount of training needed exceeds the

capacity of the line supervisor. Also the instructor, a specialist, should bc more

skilled at teaching than the line supervisor.

1il.

Case Analysis:

The case method of development deals with the study of actual problems

faced on the job, not those in hypothetical case. Actual case cxamples are

collected from various organizzitions for diagnostic purposes. The trainees are

required to:

{a)
(b)

identily the major and minor problems in the case;
filter out the significant facts from the insignificant;
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(¢)  analyze the issues and use logic to fill the gaps in the facts; and
()  arrive at some means of solving the identifiable problems.

However, Miner and Luchsinger noted that some managers feel that "this
applroach lacks the emotional realism of "real world" decision making.”*' On the
other hand, case study seems most appropriate for those preparing for or just
starting out in management.

iv.  On-the-Tob Training:

This is the most widely used of all the methods. The training is given by
a line supervisor or an experienced employee whao is assumed to be willing
and able to train effectively. But this is not always the case as some
supervisors are not willing to teach new employees and may not actually
know what to teach. Hence, on-the-job training can leave many tl‘?lilling
nceds unfulfilled. However, it is the least costly of the available methods

of training and development,

V. Apprenticeship PrOgraln{nes:
These form of training are designed for a higher level of knowledge and
skill in performing a craft or a series of related jobs. In developed
countries, apprenticeship programme combines on-the-job training and
experience  with  classroom  instruction in particular  subjects.
Apprenticeship programmes ar¢ available in a number of crafts Sl;lCh as

machinists, clectricians, welders, carpenters, ete.



vi. Programmed lastruction:

This method involves the prescntation of materials to be learned in logical
sequence in a machine. It requires the individual to actively respond at
ecach step of the leaming process and then receive feedback on the
effectiveness of this response before progressing. It is highly standardized
and permits learning at the person’s own paée.

Flippo (1980} described this type of training as "a form of special course
that involves programmied learning through a teaching machine."* According to
him, this device enables the trainee to learn at his/her pace, go over materials
when desired and use the machiﬁe when it is convenient. Programmed instruction

4 15 usually used when a large number of people must be taught the same subject
matter. However, developing programmed material is a time-consuming and
costly process. |
vii,  Role Playing:

This method is typically used along with other management development
techniques. Trainees are to manage themselves in a particular role and then act
out that role while being observed by others. The role-playing is rotated within
the group and e reactions of observers provide feedback on performance. If
recorded, playback of the tape provides opportunities for the frainee to examine
his or her performance with the additional insight of participants and experienced
observes. Videotapes can be used to provide models of behaviour lor the trainee.
Scorcher and Gcﬁdstcin (1975) noted that, "the usc of behaviour models haé been

effective for interpersonal problem arcas such as giving reconigtion to an
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employee, stimulating acceptance of proposed changes, conducting a Suhordinate
performance appraisal, persuading an employee to improve performance levels,
and inducting a newly hired employee into the organization,"

2.6.3 TRAINING TO DEVELOP MOTIVATION

According to Wexley and Latham (1981), "managerial role motivation
training is conducted using conventional lecture and discussion methods,
somectimes supplemented by cases, video-taped role scenes, and readings. "> The
objective is to develop the kind of motives needed to perform effectively in
managerial roles in bureaucratic organizations. To be more specific, it is to
increase motivation to manage. The content of the training focuses on methods
of dealing with ineffective performance in a subordinate. That is, how to
diagﬁose the causes of perforrﬁance problems and take appropriate corrective
actions.

However, Miner and Luchsinger (1985) observed that "organizational
behaviour modification theory rejects the idea of motivation as a cause of
performance. The theory according to them, holds that behaviour is a function
of its consequences and performance results from learning, not moti\;ation.
Learning here is defined as a change in behaviour of some performance resulting
from experience,*® In the learning process, initial behaviou;' occur randomly, then
reinforcers are selectively applied to desired behaviours. Behaviours are learned
as consequences accrue in the forms of rewards or punishments (to undesirable
behaviours). Hence the role of the supervisor in organisational behaviour
modification is to arrange or plan re-inforcements to yield desired behaviour of
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a high frequency, thus improving performance.

. Behaviour medification theory as expressed by Miner and Lucsinger seems
to Be short sighted of the complex nature of modern business acti?ities which
calls for intensive and systematic training rather than random behaviour .
2.6.4 OTHER METHODS OF TRAINING AND DEVELOPMENT

Flippo (1980) diffcrentia‘ted the methods of training and development for
non managers from exccutive development programunes. Specifically, he
putlined "three main types of training and development programmes namely.
(1) Training programmes for non managers to develop skill to perform a job

(operative training)

« (i)  Training and educational programmes for executives to develop the ability

to manage and
(i)  Programmes designated to develop organisational units as entities, "

Flippos methods of oper.ative training are on-the job training, vestibule
school, apprenticeship and special courses. These methods have been discussed
in ts study.

Executive development programnies are designed to achieve improvement
in decision malking skills, interpersonal skills, knowledge of the job and
knowledge of the organisation, According to Flippo, decision making skiils can
be enhanced through in - basket technique, business games and case analysis,
interpersonal skills can be promoted through role playiné, sensitivity training,
transactional analysis and structured insight. Knowledge of the job can be
improved through on the job experience and watching. Organisational knowledge

: ‘d H
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can be obtained through position rotation and multiple management.

(a)

(b)

()

In- basket Technique:- An in-basket is a set of memoranda, request, and
data which the trainees are expected to handle along with background
'mformatilon on a simulated company and its products, organisation and key
personnel. The trainees are expected to make sense out of the mass of
paper work and prepare memos, make minutes, and delegate tasks within
a limited time period.
In- basket training can develop abilities such as
(1)  Situational judgement in being able to recall details and establish
priorities.
(i)  Social sensitivity in exhibiting courtesy in written notes, scheduling
meetings and explaining rcasons for actions |
(i)  Willingness to make a decision and take action.
Business Games:- A business game is a competitive simulation where
tecams of trainces are required to make decisions concerning production,
marketing, purchasing aﬂd finance in competition with each other. Games
can be relatively simple, permitting rapid decision making to be effected,
or extremely complicated, entailing long and detailed analysis of trends in
cost, inventories and sales. The requirement that decisions be made as a
team proyides trainees experience in cooperative group processes.

Transactional Analysis:- According to Flippo, this system of executive

development was introduced by Eric Berne and Thomas Harris.
Transactional analysis focuses on understanding the three ego states
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(d)

possessed by all and analysing interpersonal transactions in terms of these

states. Flippo turther explained that the three ego states are:

(i)  "The parent which tends to be judgmental, condescending and
punishing

(1) The child is of two types, a free spirited one of creativfty and
spbntzmcity, and an adaptive and inhibited one that can be either
overly rebellions or overly submissive and

(i)  The adult-within us deals with here and now reality. "

Trainees are taught to analyze their interaction with others in terms of the

ego state being express.ed. It has been suggested that the one who

generally is low in parent high in adult and high in fric child is likely to

be most effective dealing with others.

Structured insight:- This can be described as a systematic devices which

facilitates understanding of ones actuai behaviours in comparison with
preterred behaviour. It requires trainees to write out descriptions of the
theories of leadership they prefer most particularly with reference to how
they relate with people. Then a tape recording is made of an actual
meeting conducted by ?thc executive, after which all the executries
involved in the development programme diagnose and describe the actual
theory in use as revealed by his or her own tape, the same treatment is
given to the tape of one other executive in the group with the aim of
comparing the stated preferred theory with the theory actually in use as
revealed by the two separate tape diagnoses. The goal of this develo‘pment
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process is to pin-point inherent differences between stated beliefs and

actual behaviour so as to reduce areas of disagreements by either the

preferred theory. or the actual theory in use.

2.7 CONTROLLING PERFORMANCE

A key consideration in maintaining an effective human resource
management is the determination of the degree to which performance is effective
or ineffective. Therefore, human resource managers must have an undcrsfanding
of the procéss of controlling performance so as to enhance effectiveness.

The numerous factors that interact in open systems model (See Appendix
2.1) to produce individual performance or total failure. Hence, there is need for
indepth knowledge of how the control process operates. |

According to Miner and Luchsinger(1975), "controlling performance
involves comparing actual performance against previously established standards
with a view to introducing corrective action when there is unacceptable
deviation."”" They further explained performance control using an Open-Loop
Control Modél (See Appendix 2.3). The model involves firstly the establishment
of position requirements through organizational planning, followed by setting
acceptable standards of behaviour and the measurement of performance using the
set standards. As iong as ﬁerf&rmarlcc is within acceptable range, even when
therc is considcrable room for improvement, the control model prescribes no
action. Thus, controlling focuses on what are or what might become tﬁc worst

Cascs,
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Flippo(1990) agrees with this view by observing that, "performance
appraisal (a third step in the control model) may focus only on the minimum
acceptable perférmmmce standards needed for control purposes."** However,
where there are unacceptable deviations the model recommends diagluosis of the
causal factors “contributing to unacceptable deviations. Then appropriate
corrective actions are taken.

Furthermore, the model‘is described as open-loop because it contains a
diagnostic, decision-making step between the identification of a problem and
action taken to correct it. In contrast, closed-loop control system according to
Bedford (1974),% docs not require diagnosis. Rather the discovery of an
unacceptable deviation automatically triggers a predetermined corrective action
which feeds back to performance.

Miner and Brewer (1976) identified some appropriate corrective actions
to be taken where there is unacceptable deviations from standard performance.,
"Such actions include the follm;/ing:

job redesign and changed role prescriptions

A

- promotion, transfer, or demotion

- . management development training

- changes in supervision (either the style or person)

- changes in compensation

- personnel policy modification (or making exception)
- threat and disciplinary action |
- counseiling and psychotherapy
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- medical treatment, etc."®

In the same vein, Flippo(1980) noted that "training and development can |
serve to maintain effectiveness in performance and effective performance is
inherent in performance control procedures such as discipline, reassignments, and
various types of counselling."** |

The timing of control after identifying unacceptable deviations from
standard performance is very important. Ideally, corrective actions would be
introduced to prevent unacceptable deviations from happening at all, Sometimes
controls may be initiated early, but in the case of performance, Miner and
Luchsinger (1985) opined lhat,. it is usually necessary to wait until departures
from standards are clearly established. Their reason is that without waiting for
these final results to conte in, a manager may not be able to legitimize corrective
action. Also the manager may face overwhelming resistance from either the
employee ot others who are affected.

However, this may not be the case with management development and
training as a means of improving performance. [t organization prolong training
and development of its human resource more than necessary, labour obsolence

may sct in and the organization is bound to fail.

2.8 EVALUATION OF TRAINING AND DEVELOPMENT
The essence of any training or development procedure is that it is
intended to transform people in some way so that they are different afterwards.

Also the change or transformation must be enduring if it is to have any real
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nfluence on performance, and it must be a kind that has some relevz.u'lce for the

goals of the organization.

Usman (1994) opined that "a company has to evaluate its training
programines in terms of:

(@)  the nceds which were expected to be met by training and

(by  the cost involved.™?

Emphasizing the above points, Usman noted that it is from critical and
careful evaluation that one can ascertain:

(i) "whether. the moncy spent on training is producing results needed by the

| company.

(i)  what improvements can be made to training procedures in order to reduce
costs and improved cfficiency.

(iit)  whether the type of training given is necessary to improve organizational
effectiveness or whether the money if spent on another activity will
contribute more effectively to the attainment of organizational goals.
Agreeing with Usman, Miner and Luchsinger (1985) stated that "the logic

of training and development requires that people be trained in situations ‘wherc

they are needed or where major benefits are likely to be realized, and that
anticipated changes actually occur,"® They developed a model for training

evaluation using two comparable study groups (See Appendix 2.4).

The comparable groups of individuals in the model initially take a pre-test

(time 1) which may be a measure of performance on the job or a measure related

to any of the goals of training. Then one of the groups, undergoes whatever
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training that is being evaluated, and the other group does not. After the training
is completed, bdth groups take a post-test (time 2), which is either identical or
diréctly comparable to the pre-test. if the average change in perfonﬁance of the
trained group is appreciably greater than any change in performance of the
untrained group, then there is an initial positive evaluation of the training. The
follow-up at time 3 is intended to determine @hether the change is enduring. Also
the pre-test-post-test comparison is repeated at an appropriate later date. If there
is a clear pre-test follow-up superiority for the trained group, then the positive
evaluation of training is confirmed.

In the same vein, Usman (1994) observed that "what evaluation is
concerned with is to determine whether changes in skills, knowledge and attitudes
have taken place as a result of training."* He further noted that one method of
achieving this purpose is to test and rate the trainees after the training. In
addition informal follow-up tech;liqucs inc.lude conferences, discussions.and work
shops where trained employees are required to give talk or present paper on their
arcas of training. _

Stressing the above points, Chssioc(1978) suggested the following
framework for gvaluating training and development programmes:

(1) "Is the change occut?

(i)  Is the change due to training?

(iii)  Is the change positively related to the achievement of organizational goals?
(iv)  Will similar changes occur with new participants in the same training

programme? "%
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Cassio believes that answers to these questions, whether positive or
negative, are a valid measurement of the outcome of any training or development
programmec.

From the foregoing, one can deduce that the huge resources expended on

| training/development programmes will only be justified if there 1s adequate

evaluation of such programmes to ensure that the objectives of the

training/development are actually achieved.
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CHAPTER THREE

3.0 RESEARCH METHODOLOGY

o

3.1 INTRODUCTION

This chapter discusscs the methods used in conducting the research on
improved performance through human resource training and development. The
research design is defined, sources of data and methods of data collection are
outlined as well as the study plopulation, sample size and techniqucs for data

analysis.

3.2. RESEARCH DESIGN AND SQURCES OF DATA

The researcher employs survey research method in investigating the
relationship between performance and training/development. Survey reécarch
design is adopted because the researcher does not intend to manipulate or control
the sample subjects. Rather, a comparative study of the \;ariablcs (performance
and training/development) is undertaken in an attempt to explain the nature of
their relationship.

Information needed for this study was gathered primarily through personal

interviews with the management and supervising staff ot the sample drawn from

the study population.

I’ - -
Secondary sources of data such as existing literature and other publications

were also used and duly referenced.
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3.3 POPULATION OF STUDY
The cntire staff of Natiolnal Research Institute for Chemical Technology
(NARICT) Zaria forms the population of study for this project work.
NARICT was chosen as population study based on the researcher’s believe
that human resource training and devc.lopmcnt must have been a contributing
factor to the growth of the Institute as evidenced in their historical background.

Also as a rescarch institute, standard performance is expected from NARICT.

3.4 SAMPLE OF THE STUDY

The study population of approximately 350 staff has six units. This study
is based on the Production Unit which has approximately 56 staff representing
16% of the population.

The choice of production unit as sample of this study is justified by the
rescarcher’s jucigement that production output can be easily quantiﬁedl, thus
providing the requisite data for comparative study.

3.5 METHODS OF DATA COLLECTION

The researchér gathered required information through personal interview
with the Director-General/Head of Department of Production Unit, and the Chief
Leather Technologist - Supervisor in the unit.

Instrument used in gathering information was an intcrview schedule
through which the researcher asks questions to the respondents and completes the
intervicw schedule by herself. However, questions beyond the interview schedule

were asked for more clarifications.
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The main focus of the interview questions was on the number of staff who
were trained in 1998, their performance before the training (i.e. in 1997) and

their performance after the training (i.e. in 1999).

3.6 TECHNIQUES FOR DATA ANALYSIS

Analysis and interpretation of data for this study was done using simple
descriptive statistics such as mean, percentages, frequency and student t-statistics.
T-statistics was used to test for significance between production levels before and
after the training,

The general formula for a t-statistics can be expressed as follows:

where Y, is production level before the training, Y, is the production level after
training, S.E. is the Standard Error. This was arrived at with the aid of

Computer using the Statistical Package for Social Science (SPSS).
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CHAPTER FOUR

TATION AND ANALYSIS

DATA PRE

4.1  INTRODUCTION

In this section, the data collected through personal interview with the
respondents is presented. Issues relating to improved performance through human
resources training and development are discussed. Data analysis and the findings

of this study are as presented below,

4.2  DATA PRESENTATION

The data collected from the respondents showed that there are 56 members

of staft in the production unit produces three type of goods namely:

1. Footwears for all type of shoes;
1. Leather goods for articles such as bags, key holders and dolls; and
iii,  Pure leather.

Table one below shows the types of training held in 1998/1999 production season

Table I: Distribution of Training Held for Staff in 1998/1999.

Type of Training No. of Staft | Percentage Duration.,

In-house (raining 9 16 I week

Refresher Course 2 + 6 months

Certificate/Diploma i 2 | year
12 22

Source: Survey Data, 2000
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Table two show the production figures of pairs shoes in the footwear section
form 1997 to 1999,

Table 1. Distribution of production figures from 19997 (o 1999,

Year Output Percentage
Increase
1997 79 -
1998 239 202.5
\L‘)‘JQ 341 42.6

Source: Survey Data, 7000

Table three below shows the general rating of the products before and
after the 1998 training as perceived by the respondents.

Table III. Rating of the Products

Parameter Rating Before | Rating After Indicator
Training Training
Quality Average very high more attractive
neater finishing
better machine work
Quantity Low Very high increase in Product
quantity

Source: Survey Data, 2000
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4.3 DATA ANALYSIS AND FINDINGS

The data analysis (from Table I) shows that only 22 percent of the sample
were trained in 1998. Most of those trained were given a one week In-house
Training on Skills Improvement in the Footwear Production, However, two
percent of the sample had a one year certificate/dipioma course. This is
understandable because few of the workforce can only be relcased for such a
duration if production is not to be disrupted. In addition, the cost implication of
such a training may be too much for Management to handle if too many people
are given such opportunity. |

Financing of the training programme is an impor.tant aspect that needs
close attention. This is because some of the traiming may not have taken place if
the grants from some donor agencies such as United Nations Industrial
Development Organization (UNIDO) were not obtained.

The implication of this is that the Institute has to put more efforts at sourcesing
for fund from other donor agencies sa as to be able to provide more training for
its staff.

Table I showed that the production level has been on the increase since
after the training in 1998. This is evidenced by a 202.5 percent increase over
1997 figure of 79 pairs of shoe. This figure further increased to 341 pairs in
1999 representing a 42.6 percent increase over 1998 figure and 331.6 percent
~ increase over 1997 production figure, .

When these figures were statistically tested in the computer, a t-value of
2.88 was obtained. This is significant at 10 percent level showing that there is a
signiticant difference between the output before and after training. Thus, the null
- hypothesis is rejected. This implies that human resource training has contributed

to Increase in level of performance of the study sample.
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Table IT shows the rating of the products by the respondents. From the
table, the quality of output after the training greatly improved with a rating of
) ‘very high’ given by thé respondents. The indicator of this rating are, neater
finishing, better machine work leading to a more attractive output. The higher
price attracted by these same output (according to respon(ients) further confirms
this assertion. |
On the quality of output, the respondents rated the quality as ’very high’
after the training, this is evidenced by a rapid increase in number of produce
'from 79 to 239 in 1998 just after the series of training that were given to staff
of the unit.

« The marketing strategy adopted by the Institute in selling its products
consists of sales through show room and direct sales to staff. The money is
deducted from staff salary in two installations. Due to stiff competition from the
open market, prices are generally made to be competitive with that of the open
market. The prilce are however, marginally higher than those of the open market
because of the high quality of the raw material (leather) used.

From the above, it was observed that human resource development/training

has had positive impact on the output level of the unit under study.

4.4 PROBLEMS AND CHALILENGES

The personal interview held with some management and supervisory staff

¥

revealed a number of problems relating to training. These include; inadequate
funding in that the funds available for training in the annual subversions from the
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Federal Government is always grossly inadequate to take care of the training
needs of staff. Funds are not constantly released as and when needed.
Mode of Operation: The institute produces public goods that is, they are not run
tfor profit. This has thus hindered the mode of production in terms of goals and
objectives. For. in-stance, reward is not strictly based oh performanc.e and
decision making take a long process.

Another constraints on the performance of Producilion Unit of NARICT
is poor supply of utilities such as clectricity. Power failure from NEPA coupled

with fuel scarcity have negative influence on the level of production,



CHAPTER FIVE

0 SUMMARY, CONCLUSION AND RECOMMENDATIONS

hn

N
.

SUMMARY

Although human resource development and training has been widely
acclaimed to be an effective channel or means of improving performance in any
establishment, the extent to which this has positively or otherwise affected
production differs from one organization to another.

Again the effectiveness and efficiency of any organization, especially
rescarch institutes depend to a large extent on how effectively its human
resources are trained, developed and utilized. Unfortunately, many organizations
do not give priority to the training and development of their human resources.

This study was conducted to assess the impact of training on level of
performance in the Production Unit of NARICT. The other objectives of the
study include:

(i) highlighting the importance of human resource training and development
on the level of performance;

(i) showing how human resource training and development can enhance the
quality of employee performance; and

(iti)  determining the effects of training and development on the level of output

(i.c. quantity produced).

The results of study showed that the total staff strength of NARICT is
approximately 330. The Production Unit among others has a staff strength of 56
representing 16 percent of the study population.
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The unit produccs three types of output namely:
(i)_ Footweaf (all type of shoes)
(iij  Leather goods e.g. bags, key-holders, etc.
(i1i)  Pure leather.
Twenly-two percent of the staff in the unit under study were trained in

1998/99. The staff were involved in three major types of training namely:

Short-term - Onc week,
Medium-term - Six months, and
Long-term - One year.

This includes in-house training, certificate and diploma training. A few of
the training (held abroad) were partly sponsored by donor agencies such as
UNIDO.

After the training, in 1998, it was observed that production increased by
160 pairs of shoes over the 1997 figure of 79 pairs. This represents an increase
of 202.5 percent. A t-value of 2.88 which was significant at 10 pércent level
showed that there was a significant difference in output before and after the

training. Thus, the null hypothesis postulated was rejected.

52 CONCLUSION

For any human resources development effort or initiative to succeed, it
must be focused, continuous, purposeful and oriented. The process must address

the following critical factors:
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5.3

RECOMMENDATIONS

Based on the identified problems relating to human resource

training/development in the Unit studied, the following recommendations are

made:
(1)
(i)

(iii)

(iv)
(V)

(vi)

£

There is need for a proper skill-gap analysis of the training needs of staff
in the unit. This is to ascertain the types of training that individual staff
of the unit needs and when needed.

The Institute should be encouraged to source for training funds from donor
agencies.

The Institute should organize more In-House training programmes for all
staff so as to take advantage of increase in output accruing from such.
training,

Staft should be encouraged to engage in self-development through
mernbership of some professional bodies.

Management of NARICT should increase the budgetary allocation to
human resource training/development,

The management should endeavour to wuse different types of
training/development such as apprenticeship, seminars and conferences on

a more regular basis.

Lastly, [ recommend for further studies on the impact of motivation,

workgroup cftects, family influence etc on level of performance.
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INTERVIEW LE

Department:

Unit:

Rank:

Number of staff in the Unit...............
Type of goods produced:

Level of production In I99V..ceueasesans s o
Quality of products in 1997 (in terms of waste,
mistakes, accuracy, errors etc):

Very high

High

Average

Low

Number of staff trained in 1998

Nature of training/development

Any other type of training in use

Level of production in 1998:

Level of Production in 1999:

Quality of products in 1998:

Quality of product in 1999

Financing of the training programs
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The Role of Environment in an Open Systems View of Performance

APPENDIX 2.1

Aspects of

the individual
{intellectual,
motivaticnal,
emoticnal,
physical)

serve as
input
into

an organization
(many of whoge

aspects interact
with the aspects

of individuals

to produce
a8 an
ouLput

perfor-
mance

This whole process occurs within an environment which may interact

directly with the individual,

or indirectly through the

organization, to influence performance.
Source: Miner and Luchsinger {1975): LgL;gﬂgg;lgg_;gﬁﬂgﬂgggmgﬂg.
4 Charles Merrld Pub. Company Coclumbus, Chio, Pg.103.




APPENDIX 2.2

Training and Development Methods Classified by Goals and Strategies

-

Intended Goals

Primary Strategy

Improved Self-
Understanding

Better Job
Skills and
Knowledge

Increaged
Motivaticn

Cognitive changes
in thoughts and
ideas

Career
Development

Managerial work
roles training
sensitivity or

Orientation
Training

Lectures and
Discussion Case
Study

T-group
training
Changed Behaviour On-the-job
Training
Apprenticeships
Programmed
Instruction
Role Playing
Changed
Environment Leader Match
) Training
Source: Wexley & Latham (1981): i
Resources in Organigations. Glenview, Scolt,
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Role Motivation
Training

Achievement &
Power Motivation
training

Goals and
Performance
Coaching

Job Rotation
Behaviour
Modification

. Frig. :

I

Foresman, Pg.7.



APPENDIX 2.3

AN CPEN-LCOP CONTROL MODEL

The establishment

of position require-

ments (rele

prescriptions)

through some kind

of crganizational

planning process

Establishing Standards

of acceptable behaviour

relative to those

regquirements

Measuring performance . Identifying Unacceptable

against these deviations from the

standards standards

No unacceptable Diagnosing the causal

deviations from factors contributing to

these standards unacceptable deviations
No Taking appropriate
Action corrective actions

Source: Miner & Luchsinger (1975): Introducti M

Charles E. Merril Pub. Company, Columbue, Ohio, Pg.109.
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APPENDIX 2.4

BASIC MODEL FOR TRAINING EVALUATION

=
Time Intervening Time Intervening Time"
1 period 2 period 3
Trained Pre-Test Training Post-Test Follow-up
Group
Uncrained Pre-Tast Post-Test ————— Follow-up
Group

4 Source: Miner & Luchsinger({1375): Introduction to Management.
' Charels Merril Pub. Coy. Columbus, Ohio, Pg. 433,




