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Introduction  
Examination of how imperative the 

impact of training and development 

has been, in influencing the 

performance of manufacturing firms 

in Nigeria becomes so intensifying, 

especially in the twenty-first century 

where dynamic approach to enhance 

maximum output is highly needed. 
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Abstract 
The study evaluated the impact of on and Off-Job training and Development 

on the performance of Manufacturing Firms. Data were collected through 

questionnaires, descriptive analysis, percentages and regression analysis 

was used to establish relevance and association between the variables and 

manufacturing firms’ performance. The results revealed through Liker- 

Scale format of questionnaires showed that the standard deviation across all 

the questions used was far away from the mean depicting, there was minimal 

error around the mean. Over 70% of the responses adjudged that on and off-

job training and development increase performance level of manufacturing 

firms under consideration. Finally, the regression results arrived at is 

significant at 0.000. R-Square stating that 78% of the dependent variables 

could explain the dependent variable. It is  recommended that manufacturing 

industries should make it a matter of deliberate necessity and managerial 

attempts to be enrolling their employees for both on and off-job training. 
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The training pattern matters, most importantly to unraveled the required 

results.As a result, on-job and off-job training and development will be much 

more relevant in that respect to determine the level of performance in any 

organization. On-job training methods can be in form of, specific job training, 

apprenticeship training, coaching and understudying programmes, special 

projects and task force, also job rotation. While, off-the-job training methods 

includes case studies, special courses and lectures, simulations and conferences 

among others.    

Most organizations make use of any or either of these to train and develop their 

employees so as to get the best out of them, reduce employees’ rate of turnover, 

as well as increases organization efficiency and effectiveness.  But research is 

still on-going on the impact of both on-job and off-job training and development 

on organizational performance, likewise on the relationship between them. 

Meanwhile, this study will exploit element of both on-job and off-job training 

and development. At the same time, the relationship between the elements of 

on-job, off–job- and organizational performance in the manufacturing firms 

must be continually measured because manufacturing companies have a unique 

economic nature i.e. Increasing returns to scale in its productivity capacity, 

therefore training and developing the workforce in all strata of the firms should 

be given maximum attention.    

In line with the above submission, George and Scott, (2012) posited that 

training is a part of the organizational effort to increase learning, skills and 

ability of its workers. It is an act of increasing the employee’s knowledge for 

doing a particular job. It imparts on specific skills for a specific purpose and 

mainly job-oriented. Training is also meant for both old and new employees 

throughout their active working period with the organizations.  In contrast, 

development is tailored towards the process by which individuals and managers 

acquired skills and competency not only for their current job but also capacities 

for future responsibility. Organizational training and development can be in 

form of job training, refreshers training and promotional training. Meanwhile, 

the methods of training and development can be categorized into on-job and 

off-job. In that wise, if the training and development of firms’ employees is so 

germane to add better value to performance, becoming dynamic in training, 

retraining and development therefore should be emphatically given optimum 

attention to determine performance level. 
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Also, if employees will be subjected and expected to embark on either self-

training and development or the training arrangement arising from human 

resource department of the manufacturing companies, there must have been 

commensurate pay and benefits as submitted by Jeffery (1998), who identified 

many factors that can influence employees and organizational performance, 

such factors include, high compensations, reduce status and barriers, 

employment security, selective hiring, and extensive training among others. 

Some of these factors contribute to the reasons that make many organizations 

to experience high labour rate of turnover, because, most firms are unable to 

meet employees’ expectations which most times increase performance, while 

few that manage to cope were still struggling to edge competitors out, due to 

the fact that they are unable to provide and update their employees’ skills and 

knowledge through training and development.  Meanwhile, (Timsal, el. ta, 

2016) maintained that training and developmental activities remain the general 

tools that organizations can use to enhance employees’ skills, knowledge, 

abilities and at the long run improve organizational performance. After 

induction programmes for the employees, organizations need to upgrade their 

employees through various training and developmental activities in other to be 

efficient and effective in their respective duties and task. Training and 

development are interchangeably used, but they are different in the techniques 

and contexts of employees training and development.  

Globalization and technological changes have been a major challenge facing 

human capital development capacity virtually in all organizations across the 

globe. And it has been the link that aids organizational restructuring (Timsal, 

Awais and Shoaib, 2016). The issue has prompted most organizations to 

strategize, and reposition their human capacity development through their major 

activities which include acquisition, utilization, development and retentions of 

its human resources. But despite adequate and proper implementation of various 

activities, most organizations still witness high rate of labour turnover, which at 

the long run have been having negative effects on organizational performance.  

Employees’ training and development has been identified has one of the tools 

that may increase performance, which may be “on-job training and development 

or off-job training and development” but many organizations, both private and 
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public are found deficient in this respect neglecting significant returns this could 

add to the performance of Nigerian manufacturing organizations.  

Resource-based view of organizations suggests that only idiosyncratic mix of 

organizations and corporate resources can ensure organization’s superior 

performance (Guest, 1997). Therefore, implementation of adequate training and 

developmental programs that could have played a vital role in sustaining 

competitive advantage has not been given maximum attention to aggravate the 

expected results. It remains a key factor to competitive advantage, sustainability 

and customer satisfaction and web of unbroken and trendy performance. Guest, 

(1997) confirmed that training and development stand as significant tools that 

enhance individual’ skills, abilities and knowledge to carry out the assigned 

responsibilities, he further stressed that if training and human resource 

development is properly practiced, it will lead to organizational higher 

performance. Though most organizations that would have involved in training 

and developmental activities of its employees have been failing in that regards, 

as it has not been proven that training and human resource development is their 

usual responsibility. Therefore, drastical reduction in organizational 

performance and usual increase in labour turnover have been the normal 

organizational experience. Due to this the study evaluates the impact of on-the-

job training and development on employees’ performance and also examines 

the impact of off-the-job training and development on organizational 

performance in Nigerian manufacturing firms. 

 

Literature review 

Empirically, scholars have researched on both off-the-job and on-the- job 

training and development among were, Ngari, (2015) that researched on effect 

of –in-service training on employee performance of judiciary in Nairobi Kenya, 

in other to established whether on-the-job training, induction program, off-the-

job training to career development training influence employee productivity. 

Quantitative and qualitative research technique was adopted; data was collected 

from 85 respondents through questionnaires and interview. It was established 

that on-the-job training not only influencing performance, but also increase skill 
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level, leads to high productivity and also have positive effect on customer’s 

satisfaction. Though the study did not duel much on all the variables of both on-

the-job and off-the-job training the gab that this study will emphasize. 

Bafaneli and Satibi (2015) evaluated the impact of on-the-job training on 

employee performance, using Riley’s Hotel as a reference point, primary data 

was used. It was established that the hotel implemented on-the-job training and 

majority of the employees are beneficiary of it, the employee believe in it and 

it was established that the training has increase employees performance, but the 

gap here is that no specific on-the-job training variables was emphasized which 

make it difficult to identify the best that could be recommended. Shaheen et al., 

(2013) also researched into education sectors by examined the impact of 

training on employee performance, and how teacher’s efficiency and 

effectiveness could be improved through education training. Qualitative and 

quantitative techniques were employed for data collection. 220 questionnaires 

were sent out while 197 teachers respond on the issues. SPSS was used for the 

analysis. Correlation and regression were also used for robust of the study. The 

result established positive impact of training on teacher’s performance. 

Although, the study refused to emphasize specific training may be on-the-job 

or off-the job training this study will look into this gap. 

Tukunimulogo, (2016) examined effect of on the job training on employee 

performance, task requirements and employee satisfaction of Mumias Sugar 

Company of Kenya. Krejcio and Morgan tables were used to sample 90 

respondents out of 115 employees of the organization. Descriptive statistics was 

used; Chi squire was used to analysis the data. The result established that on –

the- job training programmes enhance employee capability development and 

has positive effect on organization employees, though different types or 

methods of on-the- job training variables were not considered part of which this 

study wants to exploit.  

Ojoh and Okoh (2015) evaluated the impact of training on employee job 

performance of selected organization in Delta state, Nigeria. Primary data was 

used, Talo Yarmen formula. Was used to select 60 respondents from the 70 

employees of commercial bank in the region, the study established that training 
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has positive impact on organization been investigated, it also established that 

through training workers performance will be improved.  The study 

recommended that organization should undertake an in-depth assessment of 

different training needed and established proper planning before embarking on 

any training programs. Although the study did not emphasize categories of 

training and different types or variables of training and development part of the 

gap which this study will explore, also majority of the study were based on 

either on-the-job training or off-the-job training and development. But this 

study will combine both categories and emphasizes shall be on different 

variables of both more so, most of the study were carried out on either banking 

sectors or services industries, while this study will be investigating five (5) 

different manufacturing companies. Therefore, the study conceptualized below. 

Ogbu and Osanaiye (2017) examined the Impact of Employee Training on 

Organizational Performance where a number of Insurance Firms were selected 

in Abuja, Nigeria using primary Data. Questionnaires was administered to the 

population sample of one hundred and twenty (120) employees. Hypothesis 

formulated for the study were analyzed using t-test statistical technique to 

determine the impact of employee training on organizational performance. The 

study established that induction and orientation training have significant impact 

on employee job effectiveness. It was also discovered that on-the-job training 

has significant relationship with employees’ productivity while off-the-job 

training has significant relationship with employees’ innovativeness in 

insurance industry. The study recommended that insurance companies should 

set up regular training and development schemes that are capable of improving 

the skills, morale and productivity of employees. Human resource managers of 

insurance firms should as well involve experts to organize the suitable training 

for the employees. Insurance industries should prioritize their training 

programmes to ensure continual high level of productivity.  

Adelere (2017) evaluated the effect of staff training and development on 

organizational performance: evidence from Nigerian bottling company. The 

study adopted survey research design in gathering data with the use of the 

questionnaires. Therefore, population of this study is the entire staff of Nigerian 

Bottling Company Plc. but a sample size of 120 was taken from the population 

to test the three-hypothesis using regression analysis. The findings from 

research hypothesis one shows that staff training and development has a 

significant positive and strong association with Organizational Productivity, (R 
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=.843; P<0.05) and the findings indicated that Organizational Productivity is 

subject to staff training and development. Also, hypothesis two showed the 

value of R is 0.779 (77.9%) which is the correlation between observed and 

predicted values of the dependent variables, the coefficient of determination 

(R2)  value of 0.607 showed that the explanatory variables accounted for 60.7% 

of staff salary, while the remaining 39.3% is explained by other exogenous 

variables that are excluded in the model, the calculated t-statistics for the 

parameter estimate of SS (t = 9.550), p< 0.05 is greater than tabulated t statistics 

(1.330) at 0.05 level of significance. Summarily, it was concluded that majority 

of the organization do not pay their staff salary as and when due; and some of 

the organizations do not take cognizant notice of the impact of the existence of 

job security to the performance of staff. It was recommended that there should 

be welfare package, well designed for the welfare of the staff in order to 

encourage them to contribute maximally towards the organizational growth and 

development; and staff salary should be paid as and when due so as to encourage 

hardworking on the job. 

Aminu (2011) examined the impact of employee training on organizational 

performance of Vita Foam Nigeria plc. Using both primary and secondary data. 

Simple random sampling technique was used to arrive at the population sample 

for the study. Tables, charts and percentages were used as methods of data 

presentation and analysis. Also, Chi- square was used to test for the formulated 

hypothesis, and arising from the analysis, it was found that one of the roles of 

the management of the organization is to provide adequate room for employee 

training. It was also found out that employees did acknowledge and support the 

techniques adopted by the management of the organization in training the 

employees and they also recognized the role of training in improving 

performance in Vita Foam Nigeria plc. Likewise, it was found out that most 

employees in the organization acknowledged the relationship between 

performance and motivation (job satisfaction) and that employee training 

influenced the level of effective performance in the organization. 

 

Methodology 

The study survey cut across 10 manufacturing firms in Nigeria, majorly, food 

and beverages so that the pattern of response could be congruent to their mode 

of operations. The populations of the study are all employees of the 

manufacturing firms in Nigeria but only ten (10) manufacturing firms in food 
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and beverages concentrated in the South-Western Nigeria were sampled. Three 

hundred (300) questionnaires in Likert scale were administered evenly on the 

respondents of the sampled firms in thirties, though only 279 questionnaires 

were retrieved. 

The methods of data analysis for the study are descriptive statistics, percentages 

and inferential statistics and they are presented below. 

 

Table 1.  Descriptive Statistics 

 N Minimum Maximum Mean St.Deviation 

Refresher training and 

development are necessary tools 

to increase performance 

279 1 5 4.58 0.720 

Specific job training and 

development make me see that 

management is taking care of me 

and make my morale increasing 

279 1 5 4.55 0.954 

Coaching and understudying 

programmes do make the 

employees to develop and utilize 

their full potentials. 

279 1 5 4.63 0.884 

Job rotation increases 

organizational performance in 

totality 

279 1 5 4.71 0.835 

Training courses and lectures 

enable them to make the most 

economical and best use of the 

companies’ materials and 

equipment to maintain reduced 

cost of production and enhanced 

growth 

279 1 5 4.63 0.881 

Attending conferences go a long 

way to help in building the second 

line of competent officers to 

make rooms for competent 

279 1 5 4.82 0.535 
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replacement for more 

responsible positions 

Case studies by managers 

exposes them to the latest 

concepts, information and 

techniques, they become better 

qualified, they increase their 

market value and earning power 

279 1  

5 

4.79 0.558 

 

From the above descriptive statistics, ranging from the first question framed to 

affirm whether refresher training and development are necessary tools to 

increase organizational performance, the mean of the responses are 4.58 and its 

corresponding standard deviation from the mean is 0.72. Comparing how 

dispersed is the standard deviation, it could be seen that the deviation is 

significantly low or dispersed away from the mean. This is an implication that 

the responses were concentrated to affirm that refresher training and 

development are necessary tools for increasing organizational performance and 

the level of error attaching to the responses are very low. 

Arriving at the conclusion whether Specific job training and development make 

the respondents to see that management are taking care of them and also make 

their morale increasing results into the mean of 4.55 and standard deviation of 

0.94. It could still be deduced that standard deviation dispersed away from the 

mean, that is, it reflects lower error level, meaning that, the responses converged 

to establish the fact that specific job training and development make the 

employees to feel that management care for them and also, their morale is boost 

which will invariably increase their productivity. 

The mean of the responses to ascertain that coaching and understudying 

programmes do make the employees to develop and utilize their full potentials 

is 4.63 while the standard deviation is 0.884. Just as the previous interpretations, 

the standard deviation dispersed away from the mean, meaning that there is 

suitable concentration in the responses with very minimal error, that is a low 

standard deviation. This definitely establishes that coaching and understudying 

programmes will make the employees to employ their full potential to the 

maximum to better the performance of their firms. 
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Responses to attest whether job rotation increases organizational performance 

in totality show an average mean of 4.71 and standard deviation of 0.835 the 

dispersion is low and not concentrated around the mean, meaning that the 

responses affirm that job rotation increases organizational performance. 

Evaluation of the relevance of enrolling companies’ employees for training 

courses and lectures to enable them to make the most economical and the best 

use of the companies’ materials and equipment to maintain reduced cost of 

production and enhanced growth show an average mean of 4.63 and standard 

deviation of 0.811. In this respect, the descriptive statistics result confirms that 

responses concentrated towards the same direction with minimal error level as 

evidenced by the lower standard deviation.   

Respondents also attest that attending conferences go a long way to help in 

building the second line of competent officers to make rooms for competent 

replacement for more responsible positions as evidenced by consistent mean of 

4.82 and lower standard deviation of 0.535. it could be therefore established that 

sending employees to conferences will definitely bring about having competent 

officers continually in the companies. 

The mean of 4.79 established the fact that being familiar with case studies by 

managers exposes them to the latest concepts, information and techniques, they 

become better qualified, they increase their market value and earning power. 

Lower standard deviation of 0.558 is an indication that the responses to affirm 

the above converged towards the same direction but the deviation disperses 

away from the mean. 

 

Table 2.  Refresher training and development are necessary tools to 

increase performance 

Responses Frequency Percentages 

Positive 266 95.3 

Negative 13 4.7 

Total 279 100 

 

It could be simply deduced that refresher training and development are actually 

tools to increase organizational performance because 95.3% of the employees 

under consideration attested to the submission above while 4.7% had different 

opinions but insignificant to be considered relevant. 



45   africanscholarpublications@gmail.com                                                                              
 2021 

  

 

Table 3.  Specific job training and development make me see that 

management is taking care of me and make my morale increasing 

Responses Frequency Percentages 

Positive 250 89.7 

Negative 29 10.3 

Total 279 100 

 

Again, 89.7% of the employees submitted through their responses that specific 

job training and development make them to see that management is taking care 

of them and make their morale increasing, whereas, 10.3% of them submitted 

differently insignificant to the norms of the responses. 

 

Table 4.  Coaching and understudying programmes do make the employees 

to develop and utilize their full potentials. 

Responses Frequency Percentages 

Positive 256 91.8 

Negative 23 8.2 

Total 279 100 

 

There is congruent response of 91.8% from the employees attesting that 

coaching and understudying programmes do make the employees to develop 

and utilize their full potentials. Just as prior questions above, 8.2% of the 

employees responded is insignificant. Therefore, it is submitted that coaching 

and understudying are vital instruments leading to activating full potentials in 

the employees. 

 

Table 5.  Job rotation increases organizational performance in totality 

Responses Frequency Percentages 

Positive 258 92.2 

Negative 21 7.5 

Total 279 100 

Examination into evaluating the relevance of job rotation in the determination 

of organizational performance is affirmed with 92.2% of the responses. The 

negative responses only had 7.5% and it is adjudged insignificant. 
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Table 6.  Training courses and lectures to enable them to make the most 

economical and best use of the companies’ materials and equipment to 

maintain reduced cost of production and enhanced growth 

Responses Frequency Percentages 

Positive 259 92.8 

Negative 20 7.2 

Total 279 100 

 

It is not a gainsaying to establish that training courses and lectures enable the 

employees to make the most economical and best use of the companies’ 

materials and equipment in maintaining reduced cost of production and 

enhanced growth and 92.8% is the confirmation of the above. Whereas, only 

7.2% could not give objectively response to the above 

 

Table 7.  Attending conferences go a long way to help in building the second 

line of competent officers to make rooms for competent replacement for 

more responsible positions 

Responses Frequency Percentages 

Positive 274 96.8 

Negative 5 1.9 

Total 279 100 

 

Attending conferences is confirmed relevant by 96.8% responses that it goes a 

long way to help in building the second line of competent officers to make 

rooms for competent replacement for more responsible positions. Whereas, 

1.9% is not nothing to write home about. 

Table 8. Case studies by managers exposes them to the latest concepts, 

information and techniques, they become better qualified, they increase 

their market value and earning power 

Responses Frequency Percentages 

Positive 273 96.8 

Negative 6 2.2 

Total 279 100 
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96.8% of the employees submitted through their responses that experiential case 

studies by managers expose them to the latest concepts, information and 

techniques, they become better qualified, increase their market value and 

earning power. 2.2% of the respondents could not submit to the trend of 

responses and it is less significant. 

 

Table 9.  Regression Analysis showing the Impact of On and Off -Job 

Training and Development on the Performance of Manufacturing Firms 

(Model Summary) 

Model R 

Square 

Adjusted 

R square 

Sum of 

Squares 

df Mean 

Square 

F Sig. 

1 

Regression 

.781 .776 112.477 7 16.068 138.421 .000a 

 

In addition to the descriptive analysis and percentages interpreted above, the 

regression analysis also shows an evidence that On and Off-Job Training and 

Development actually impact the Performance of Manufacturing firms as R-

square shows78% that dependent variable could be explained by the 

independent variables which is high enough to establish that on and off-job 

training and development are actually instrumental to aggravate performance in 

the manufacturing firms. Finally, the model is significant at 0.000 lower than 

5% level. 

 

Conclusion 

The study evaluated the impact of on and off-job training and development in 

the selected manufacturing firms in Nigeria. About three hundred (300) 

questionnaires were distributed across the selected firms and the responses were 

analyzed to apparently confirm the relevance of the independent variables, on 

and off-job training and development from the analysis and interpretation to 

establish that they are stronger proxies for determining organizational 

performance. And beyond manufacturing firms, both on and off-job training 

and development are so vital to impact all organizational performance.  

 

Recommendation 

Arising from the above, it is therefore imperative to state that all Nigerian 

manufacturing industries should make it a matter of deliberate necessity and 



48   africanscholarpublications@gmail.com                                                                              
 2021 

  

managerial attempts to be enrolling their employees for both on and off-job 

training as its lasting impact cannot be overemphasized as it is continually 

relevant for aggravating productivity in the manufacturing firms under 

consideration and beyond. In addition, human resource department should be 

given open-ended avenue to bring in relevant training and development 

programmes so that continuity status of the firms could be permanently 

registered and maintained. Furthermore, it should be an unbroken norms and 

usual practices of the firms to train the new and old employees so that they can 

work with little or no supervision. 
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