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Management training and development sets out to remove performance deficiencies; this research 

therefore will focus on assessing how staff in organisations view their training and the extent to 

which it has helped to improve their performance. 

In carrying out this study, U.B.A. PLC was chosen. 

Employees were found to have consideration improved on their performance, after undergoing 

both externally conducted and in-company training programmes. It was found that a significant 

relationship exist between training, employee commitment to their job and performance. 

The conclusion from the cases is that training and development are generally regarded as 

instrumental in the achievement of organisational objectives. 

They make employees effective in the performance of their jobs by bridging the ability-gap of 

where they and where they ought to be. They do create in the employee the feeling that the 

organisation is interested in their welfare and achievement and thus productive. 
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CHAPTER TWO 

LITERATURE REVIEW 

INTRODUCTION 

As man invented tools, weapons, clothing, shelter and language, the 

need for training become an essential ingredient in the march of civilization. 

With training, man developed the ability to pass on to others the knowledge 

and skill gained In mastering circumstances. This was done by deliberate 

examples by signs, by words. 

Through these devices the development process called training was 

administered; and when the message was received by another successfully, we 

say that learning took place and knowledge and skill were transferred. As C. 

S. STEINMETS noted. 

It is generally thought that man began amassing knowledge at the 

beginning of the stone age for reasonably logical reasons 

especially since it marked the advent of the industrial resolution, 

the date I 750 has been selected by thoughtful people as 

signalling the close of the first period of man's knowledge 

accumulation and the beginning of a phase. 

This review intends to study staff of training and development in an 

organisation with a view to concluding on how best to make an organisation 

effective through training and development. 

2.2 TYPES OF TRAINING METHODS 

Training types and methods are fashioned to suit the aim of the 

organisation. However, the types that exist have among them those that run 

across the board. Those methods include: 

(a) On-the job training 

fb) Vestibule training 

(c) Apprenticeship training 



(d) Public vocational school (class room) training 

(e) Other methods 

On-the-training:- is a method of training used to enhance the skill of the new 

employee: "At its worst it is a trial and error approach when the employee 

observes the experienced performance for a short and then is left to his own 

advices. At its best it can be a formal programme conducted by someone 

versed in training techniques as well as job knowledge" 

On-the-job training has a lot of advantage for the 

company/organisation and the employee. He learns his job correctly, gains 

greater satisfaction since his performance will meet the requirements and he 

will be usually rewarded for effective performance. He gains experience in 

the environment on the job, thereby lessening the adjustment period, which 

is profitable to the organisation. 

Vestibule Training:- is primarily used when large numbers of employees must 

be trained quickly. An attempt is made to duplicate as closely as possible the 

actual workroom conditions. According to Kigors and Myers, "one of the 

advantages of vestibule training is that it permits more emphasis on teaching 

the best method than on getting out production". 

Apprenticeship Training:- precludes a programme of tutelage where the 

workmen are to learn to become masters of their craft through example. 

Apprentice training is most desirable because the workmen are expected to 

become all round craftsmen. Since the training is long and requires continual 

supervision, this method of training is expensive, standard and rigid. After 

training, apprentices may not remain in the establishment. The danger with 

this type of training though, is that a trained apprentice may himself be a 

poor trainer or in the process fail in passing on the new behaviour passed to 

him as good as he was given This because every trainee may experience 

some personal deficiencies. 
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Class Room Training:- This is most widely used form of training. Here, 

refresher courses and such geared towards acquiring new pattern of 

behaviour and skill are held. In the class room training, the new and old staff 

are opened to knowledge in different ares relating more often to their job. 

The aim is to correct some deficiencies in the workers, and also to acquire 

^n6 improve on their skills, knowledge and attitude to work. The trainees 

are generally tested to be able to evaluate their response to their response to 

the training given. Class room methods take the form of seminars, 

conferences, lectures, case studies, programmed instructions and computer 

instructions. 

Other Methods.- In addition to the above, each organisation may devise any 

training methods that suits its purpose in the bid to achieve organisational 

goals. Such methods include demonstrations of the instructions to be given, 

simulations and games. 

Trainers need an effective method of well transmitted, defined, but not 

too complex skill from one person who possess it, to another who does not. 

Before the instruction the trainer must plan the programme in advance. He 

should determine which men need instruction, what and how much and 

when can they be fitted into his schedule. This calls for making up the 

training t ine table. Planning allows the trainer to move step by step and for 

see the difficulties the worker will run into and be prepared to guide the 

learner through them. 

2.3 EVALUATION OF TRAINING AND DEVELOPMENT 

The main interest of evaluation is to determine the extent to which the 

training coursed can actually be beneficial to those who attend them, and 

whether they are of relevance to the needs of these individuals or to the 

needs of the organisations that have sponsored them. Evaluation of the 

training programme are conducted or initiated by the establishment itself and 
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each organisation devises its method of evaluation. One of such methods is the 

use of questionnaires, meant to weigh the views of the trainers and trainees as 

to the value of the courses. Trainers are given opportunity to express their 

views on what they gained, while trainers judge the performance of their 

students and target achieved. 

"Training evaluation is also conducted to judge the needs which were 

identified and which were expected to be met by the training, the cost involved 

in training the worker. Also when management accepts training as one of the 

tools necessary for the efficient operation of the business, then the question of 

evaluation must be given serious attention and action". 

Related to these earlier reasons for evaluation are some questions that 

usually arises: 

(J) Is money spend producing commensurate result? 

(2) What improvement can be made to the training procedures so as to 

obtain cost effective, efficient results? 

(J) Whether the type of training is necessary to improve organisational 

effectiveness and justify cost in the attainment of organisational goals. 

Evaluation of training is therefore said to have succeeded when it 

results in behaviours that furthers the achievement of organisational goals. 

Also, when a comparison of various possible means and techniques of training 

are used to determine if any one combination of techniques is superior for the 

purposes of achieving the desired results. 

It is clear from the above, that no one person possesses all the knowledge, 

skills and work attitudes that guarantee the attainment of the many goals of the 

organisation. The individual worker may Infact be deficient in one area of the 

needed talents that guarantee corporate success. There has to be definite 

attempts therefore to understand the best ways to achieve set objectives and 

to improve or develop the worker for the good of all. 
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Special Training Programmes. 

(1) Reception/Switch Board Operators - Recruited as above. 

(2) Srenographers and shorthand typists course- as recruited. 

(3) Supervisory Trainee Orientation- Senior clerks/clerks giving 

through structured training. 

(4) Pre-promotion course [P.P.C]- General Knowledge of banking, 

its Laws, UBA Procedures. 

(5) Officer- trainee Orientation- Newly recruited officers. 

(6) Introduction to lending (Branch Accountants)-OG 3 officers, 

ready to move up as Asst. Manager. 

(7) Agric. Lending Courses - knowledge in Agricultural financing, 

accounts, Loan documentation. 

(8) Customer Relation Programme - Nil. 

(9) Effective Branch Administration Courses - Branch Managers, 

Asst. Accountants, OG 3 and above. 

(10) Senior management Appreciation Course - Area 

Managers/equivalent, attendance of management workshop. 

(11) Management Appraisal Course - promotion or appointment at 

the general management Grade. 

(12) Improving Interviewing Skills Seminar - Basic knowledge of 

Interviewing skills. 

(13) Effective Staff Performance Appraising Seminar - Basic 

knowledge of Staff performance appraisal techniques. 

(14) Advanced management Appreciation Workshop - management 

positions. 

Position in the Bank and Qualifications Required. 

It is to be noted that the banking Industry offers room for the staff to 

rise from clerks/messengers to the top management. However, the 

59 










































