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ABTRACT 

Human factor is the most valuable asset in any organisation . The ability of 

the human factor to combine other available resources effectively for the 

achievement of the organisational goals. 

The environment in which business operate are not static they are indeed 

dynamic and turbulent. Training and developing the human factor therefore 

becomes in operative. 

This work attempts to lay emphasis on the exploration of the theoretical base 

of the training and development function as well as the examination of the practical 

aspect through the case study . 

An attempt has also been made on finding out the general constraints to training and 

development. 

Questionnaire were administered at two training centres of the union Bank of 

Nigeria Plc . Interviews were conducted and personal observations made in order to 

gather data on the practical aspect of training and development. 

The study has shown that there is a relationship between attendance of training 

course by union Bank of Nigeria staff and the level of productivity. The study 

equally reveals that bad management practice (which is the result of inadequate 

training) is the major cause of the distress situation in the Banking section in 

Nigeria. 

The study shown that UBN Plc. did not experience adverse effects of the 

distress problem because of its long term and well established training and 

development programmes to the extent that it engages in the training of staff from 

other banks and establishments. 

A major problem identified. However is the ineffective use of the on-the -

Job training in UBN Plc . Despite the important of formal training performed by 

training centres and institutions on-the-job training is highly recommended. 1 should 

be emphasised and given more prominence not only in the banking sector. 
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If a distinction is to be made between training and development, then the category 

or class or position of people to be trained has to be considered. Non- managerial staff 

are usually limited to specific jobs while managers are faced with more challenges 

internally and externally, their training is usually more elaborate and complex. 

Staff development therefore, is the process through which an organisation designs 

training programs to help its managerial staff to adjust comfortably with existing or 

expected changes in the immediate or larger environments. 

It is difficult to create a demarcation between training and development; Leap and 

Crino noted this fact as they use the two together to stress the major purpose for training 

and development function as follows: 

"Training and development programs arc designed to improve the knowledge, 

skill and abilities of employees. Organisations may view workers as an investment in 

human capital and in order to achieve an adequate return on this investment, they must 

be certain that employees arc competent and possess up-to-date job knowledge, skills and 

abilities. Some employees already possess the requisite skills when they are hired. 

However, many employees require periodic training and development to prevent their 

skills from deteriorating or becoming obsolete."5 

Amayak Obot in his attempt to differentiate training and development from 

education staled that "While training and development prepares a person from a career 

so that he or she can fit in to an organisation, Education attempt to prepare an individual 

for meaningful integration in to the society through acquisition of general knowledge."" 

Leap and Crino also stress the distinctive feature of education as compared with 

training and development as the broadening of the individual that he or she may be 

prepared to assess a variety of situations and select the most appropriate response. 

Management development aims at helping managers to take appropriate decisions 

and to integrate successfully into the changing society, learning has been defined as "a 

process within the organism which results in the capacity for changed performance which 

can be related to experience rather than maturation." 

I am Beardwell sees learning and development as significant experience for 

individuals and for organisations Learning therefore is part and parcel of development. 
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Learning and education automatically takes place in the training and development 

process. 

DEVELOPING TRAINING OBJECTIVES 

Finnigan (1970:36) is of the view that the availability of training objectives will 

stimulate much activity in the training department and the bringing together of individual 

needs into company needs will produce demands for training to be satisfied in the most 

economical way".7 

Gary Dessler 1988 clearly spelt out what training objectives seek to achieve in his 

book personnel management 4th edition page 252 as follows "well written behavioural 

objectives specify what the trainee will be able to accomplish after successfully 

completing the training programm they thus provide a focus for the efforts of both the 

trainee and the trainer as well as a bench mark for evaluating the success of the training 

program". 

Training objectives therefore, are guide lines through which training programs and 

evaluation are implemented. 

DETERMINING TRAINING NEEDS: 

For training to be effective, it is important to determine the training needs of 

individuals or group of individuals in the organisation as well as how their needs fit the 

overall objectives of the organisation. 

There are many suggestions from different quarters as to the appropriate method 

to use in order to determine the training needs of employees. 

Gari Dessler suggested two techniques for determining training requirements they are:-

Task analysis and performance analysis. Task analysis is an analysis of jobs's 

requirements to determine the training required of employees who are new to their jobs. 

Performance analysis involves appraising the performance of current employees to 

determine if training could reduce performance problems. 

It is a fact that determining training needs of new employees is easier, this is 

because the organisation already knows what the individual new comer has in terms of 
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ability to perform and the task to be performed is equally determined, more so, the new 

employee is not yet " corrupted" by the system. 

Dessler 1988 confirm this assertion as he stated that "Assessing the training 

needs of employees who are new to their jobs is a fairly straight forward manner." Your 

main task is to determine what the job entails and to break it down into sub tasks each 

of which is then taught to the new employee. But assessing the training needs of present 

employees can be more complex. Here, the need for training is usually prompted by 

problems so you have the added task of deciding whether training is infact the solution, 

often, for instance, performance dawn because the standards aren't clear or because 

the person is just not motivated". 8 

Stoner suggested the following ways for determining training needs of 

individuals: -

Performance appraisal that is measuring work against standard. 

Analysis of job requirements - that is skills or knowledge specified in the 

appropriate job description are examined, employees without necessary skills or 

knowledge become candidates for a training program. 

Organisational analysis:- The effectiveness of the organisation and its success in 

meeting goals are analysed to determine where differences exist. 

Survey of personnel managers are asked to describe what problems they are 

experiencing in their work and what actions they believe need to be taken to solve 

them".9 

Another way through which training needs can be determine is by observing the 

employees to be trained, by listening to the employees to be trained, by asking their 

supervisors about the employees training needs and by examining the problems the 

employees have 10 

It should be noted that determining the gap between expected and actual in terms 

of performance of jobs and tasks. It is important however, to integrate the organisational 

need, the jobs need land the individual need in order to know the degree of training need 

requirement by an individual employee. Complaint by customers, grievances by 

employees and changing economic and competitive environment is also an indication for 
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training . 

TRAINING AND DEVELOPMENT PROGRAMMES 

The type of training and development program to be chosen by an organisation 

largely depends on many factors. Pigors and Myers listed some of these factors as:-

Skills called for in jobs to be filled, qualifications of candidates applying for jobs 

and the kinds of operating problems confronted by the organisation".11 

Some of the training programs commonly used include on the job, off the job, 

case studies, games, role playing, seminars, Lectures, films etc. Some of the on the job 

training methods include: assistant to, job rotation and special assignments. 

Job instruction training is the listing of the job's basic task along with a key point 

for each in order to provide step by step training for employees. The steps show what 

is to be done while the key points show how it is to be done and why. 

Lecture is a quick and simple way of providing knowledge to large groups of 

trainees. 

IMPORTANCE OF TRAINING AND DEVELOPMENT: 

J. Furnigan 1970 observed that the " benefits of training very often can not be 

noticed until after the passing of time and this time factor is the road block which the 

training manager encounters when he tries to get people to indicate their future needs".12 

Some of the importance of training and development as proposed by Ivancevich 

and Ghueck include the improvement of the quality and quantity output, lowering the 

costs of waste and equipment maintenance, lowering employees turnover and absenteeism 

and increase employees job satisfaction and to prevent employees obsolescence. 

I an Beardwell suggested the following as the importance of training and development:-

Training and development help in the processing of new employees who are 

considered as raw materials in the organisation. Being processed help new 

employees to perform the tasks of their jobs adequately in order to fit into their 

work group and the organisation as a whole. 

Training and development help to update employees since jobs and tasks may 
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