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Abstract 

The success or failure of any organization, whether in the public or private sector, 

depends largely on its human resource. Thus, the human element is the bloodstream 

of an organization. The main objective of this paper is to examine the effect of training 

and development on employee performance. Descriptive survey research is employed. 

The target population is Kwara State Polytechnic Ilorin, with only two hundred (200) 

staff selected for the study using simple random sampling, across the number of 

available departments. A well-structured questionnaire with a five-point Likert scale 

was used to collect the majority of data, and it was administered mainly through 

quantitative methods. The findings revealed that there is a significant relationship 

between training and development and employee performance at a 5% level of 

significance and that a selective hiring system in training and development has a 

significant impact on employees’ performance at a 95% confidence level (ẞ=1.056; 

t=25.773, p=0.000<0.05). The study concluded that training and development 

increased specialized knowledge, skills, and abilities, which led to greater 

performance and selective hiring. Following the institution's needs for operational 

efficiencies, it is recommended that the criteria for selecting employees should be 

defined and made known to all employees. 
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Introduction 

Training and development of employees 

are part of the many responsibilities of the 

Human Resource Department of any 

organization. Employees trained through 

training perform the tasks required by the 

organization more effectively under 

favourable conditions, which enhances 

utilization and motivation; training allows 

human resources to be utilized more 

efficiently because it enables them to 

master their primary duties, and by being 

recognized by management, employees are 

more satisfied with their jobs. However, 

when circumstances are unfavourable, 

these results may be difficult to obtain; for 

instance, when the trainee sees no purpose 

in his training but it is regarded as a 

punishment or sign of displeasure or when 

training seems irrelevant to the trainees’ 

needs (Pattanyax, 2016). Training and 

development have an underlying, if not the 

only, aim of enabling work to be performed 

effectively on three levels: by the 

organization as a whole, by its constituent 

sub-groups (Units, Sections, Departments), 

and by its employees (Witson, 2014).  

Training and development have a direct 

impact on employee performance as most 

organizations want to increase revenue, 

while employees desire higher 

productivity, and society expects higher 

satisfaction from their money. However, all 

these goals cannot be achieved without an 

efficient and effective workforce. 

Employees can achieve optimal 

performance through a well-coordinated 

and regular training program. This is 

because employees are the most valuable 

asset of every organization (Ahmad, Iqbal, 

Mir, Haider & Hamad, 2014). Among other 

things, (Ahmad and Siraj-u-deen, 2009) 

stated that the health industry, training and 

development play a role in enhancing the 

performance of employees since no 

organization can grow without human 

resources. Ohabunawa (1999) asserted that 

in those organizations that train their 

employees well, Managers and Supervisors 

have the confidence to exercise authority 

and deal with their subordinates. If the 

organization is perceived by the employees 

as one that provides opportunities for them 

to realize their potential, career growth, and 

personal development, they will be more 

inclined to remain and do their jobs well; 

otherwise, the employees will likely leave 

to pursue their dreams elsewhere. 

Educating new and existing employees is 

the process of teaching them the skills they 

need. Developing them is the process of 

advancing them to the desired level of 

success. Training and Development are the 

hallmarks of any organization that intends 

to meet its shareholders' and customers' 

needs. This is because they are not wasting 

time or resources on recruitment and 

replacement. Even though Training and 

Development could be expensive, it 

benefits both employees and the 

organization in the long run. Nadler (1970) 

stated that training activities are designed 

to improve human performance on the job, 

the employee is presently doing or being 

hired to do. "Therefore, employees are the 

assets of any organization, thus, their 

training and development are necessary to 

meet the present and future needs of 

today’s global environment” The success 
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or failure of any organization, whether in the public or private sector depends largely on 

its human resource. Unfortunately, government, private, and even international 

organizations are not adequately committed to training because of costs, whereas the net 

effects of training on employees are always high. Many organizations rely on ad hoc and 

haphazard methods to meet their training and development needs, which makes these 

organizations less intentional and systematic in their approach to training (Taiwo, 2007). 

Many pieces of research have proven a positive link between training and development 

and employee performance. The study (Evans and Lindsay, 1999) revealed that firms that 

put the needs of shareholders and customers first realize the value of investing in training, 

and therefore value the importance of employee development. Therefore, this paper 

examines the effect of Training and Development on employee performance. 

 

Research Questions 

i. Is there a significant relationship between training and the development of 

employee performance? 

ii. Do selective hiring practices affect employees' performance in any significant 

way?  

 

The objectives of the study are to: 

i.  examine the relationship between training and development and employee 

performance; 

ii.  determine the effect of selective hiring practices on employee performance; 

 

Research Hypotheses                                                                                                                                               

H01: There is no significant relationship between training and development and 

employee performance.  

 H02: The practice of selective hiring has no significant effect on employee performance. 

 

Literature Review 

Training and development are essential components of Human Resources Management. 

Thus, specialists who realize the value of training and development have taken deliberate 

decisions to encourage managers to give their employees significant autonomy to develop 

their skills. They have made a wide range of training available across their organizations, 

tailored to meet the needs of employees. Armstrong (2006) asserts that organizations' 

strategic use of training and development is to acquire knowledge, methods, and strategies 

to solve employees' and organizational problems. Similarly, (Habib, Zarha, and Mushtaq, 

2015) described the training as a process of teaching, informing, or educating people so 

that they can become as proficient as possible at doing their jobs, and become qualified to 

perform in positions of increasing responsibility. The words training and education are 

regularly used in the context of employee development. Training normally connotes short-
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term objectives, directly related to specific aspects of work. In addition to long-term goals, 

education implies a broad process of development. Training could be said to be an 

organized procedure by which people learn or acquire knowledge and or skills for a 

definite purpose (Alex, 2015).  

  
Training Development 

1 Training means learning skills and 

knowledge for doing a particular job. It 

increases job skills 

Development means the growth of an 

employee in all respects. In shapes 

activities 

2 The term ‘training’ is generally used to 

denote imparting specific skills among 

operative workers and employees 

The term ‘development’ is associated 

with the overall growth of the executives 

3 Training is concerned with maintaining 

and improving current job 

performances. Training is therefore a 

short-term strategy. 

Executive development seeks to develop 

competencies and skills for future 

performances. It, therefore, has a long-

term perspective 

4 It is job-related and focused Development is a career centered on 

nature 

5 The role of the trainer or supervisor is 

very significant in training 

All development is ‘self-development’. 

The executive has to be internally 

motivated for self-development 

Source: Flippo, F.B (2016) Principles of Personnel Management, Tokyo, McGraw Hill 

 

The main purpose of training and development is to eliminate performance deficiencies 

whether current or anticipated especially in organizations with stagnant or declining rates 

of productivity (Kehinde, 2012). It is generally accepted that effective training and 

development allow employees and organizations to achieve their various objectives. The 

training helps employees understand their work better, reduces duplication of work in the 

workplace, and helps reduce the time spent correcting mistakes. A high-performing 

workforce reduces supervision requirements and increases productivity. Pandey (2007) in 

support of the fact that training and development add value to organizations, mentioned 

that it is one of how human resource professionals build and nurture human competence 

in achieving organizational objectives. 
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Conceptual Model 
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Source: Authors’ Conceptualization, 2022 

 

Theoretical framework 

Human capital theory 

Training and development of staff and employee performance were linked to the human 

capital theory in this study. Schultz (1961) views training and development as human 

capital development factors that influence organizational growth. He defined human 

capital development as the stock of productive knowledge and skills held by employees. 

Training and development can be classified as ‘something akin to property,' or knowledge 

and skills embedded in an individual (Beach, 2009). 

Rastogi (2002) conceptualizes human capital as "knowledge, competency, attitude, and 

behavior that is embedded in an individual." This viewpoint emphasizes the knowledge 

and skills gained through educational activities (De la Fuente & Ciccone, 2002).  Human 

capital, according to Romer (1990), is "a fundamental source of employee productivity." 

The human capital theory used training and development as an investment in skills and 

competencies for employee job efficiency. 

 

Empirical Evidence 

Mushtaq et al., (2014) used correlation and regression to examine the impact of employee 

training and development on performance and discovered that the only factor that 

employers are concerned about is the cost of training and development; otherwise, there 

is always a positive outcome from employee training and development. 

Sabir, Akhtar, Bukhari, Nasir, and Ahmed (2014) conducted a study on the effect of 

training on employee performance using correlation and regression and discovered that 

effective training and development allow organizations to maintain a workforce that can 

replace employees who wish to leave the company. 
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Egan, Yang, and Bratlett (2004) observed that training and development are critical to an 

organization's success and that its assessment entails taking training tests that declare the 

trainee's knowledge, attributes, and skills learned during job training.  

(Falola et al. 2014) investigated the impact of training and development on employee 

performance and organizational competitive advantage in Nigerian banking. The 

descriptive research method was used by the researchers, who used two hundred and 

twenty-three valid questionnaires that were completed by selected banks in Lagos State, 

South-West Nigeria, using a simple random sampling technique. To represent the raw data 

in a meaningful way, the collected data was analyzed using descriptive statistics.  The 

findings revealed a strong link between training and development, employee performance, 

and competitive advantage. According to the findings, there is a strong relationship 

between the tested dependent variable and the independent construct. 

 (Adeniji, Badalona Adeniji, 2012) investigated employee training programs at River State 

University of Science and University of Port-Harcourt in Nigeria. The researchers 

distributed questionnaires to librarians at the aforementioned universities and discovered 

that the success or failure of a training program is heavily dependent on the type of staff's 

educational attainment and the skill they gained from the training. 

 (Bin Atan et al, 2015) investigated the effect of employee training on job performance. 

The research was conducted at a Malaysian small and medium-sized business (SME). The 

study looked at the training factor as it related to the job performance of the company's 

employees. The functional area associated with the company's effective human resource 

management practices has been examined, which includes training and employee job 

performance. 85 employees from the company's various production units voluntarily 

participated in the survey via questionnaire. According to the study's findings, there is a 

significant relationship between effective training and job performance. 

 

Methodology  

Descriptive survey research is thought to be appropriate for the study because it aids in 

describing current practices on the subject. The study's target population is Kwara State 

Polytechnic Ilorin, with only two hundred (200) staff members chosen through simple 

random sampling from among the available departments. Data was primarily gathered 

quantitatively through the administration of two hundred (200) copies of well-structured 

questionnaires with five-point Likert scale ratings. However, 125 copies of questionnaires 

were duly completed and returned for data analysis and the statistical tools used were 

regression and, correlation analysis. The statistical tools were chosen to establish facts 

about the cause-and-effect relationship between training and development and employee 

performance. The regression models for the analysis are as follows: 

           Y = 𝛽1 X1  + 휀 

Y = f(TAD) 
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Where:    Y  = Employee Performance (EP) is Dependent Variable (Measure 

through “employee job satisfaction/operational efficiency”) 

   X1  = Training and Development (TAD) is an Independent Variable (Measure 

through selective hiring practices, Off-the-job, On-the-job/Specialized 

knowledge) 

휀 = Error Terms 

 

Results and Discussion 

H01: There is no significant relationship between training and development and 

employee performance in Kwara State Polytechnic, Ilorin 

 

Table 1: Pearson Moment Correlations 

 EMPLOYEE 

PERFORMANCE 

Off-

the-

Job 

On-the-

Job 

Specialized 

Knowledge 

EMPLOYEE 

PERFORMANCE 

Pearson 

Correlation 

1 .955** .966** .928** 

Sig. (2-tailed)  .000 .000 .000 

N 125 125 125 125 

Off-the-Job Pearson 

Correlation 

.955** 1 .925** .947** 

Sig. (2-tailed) .000  .000 .000 

N 125 125 125 125 

On-the-Job Pearson 

Correlation 

.966** .925** 1 .889** 

Sig. (2-tailed) .000 .000  .000 

N 125 125 125 125 

Specialized Knowledge Pearson 

Correlation 

.928** .947** .889** 1 

Sig. (2-tailed) .000 .000 .000  

N 125 125 125 125 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

Table 1 indicates that the correlation coefficients of all proxies’ measures of training and 

development, including off-the-job (0.955), on-the-job (0.966), and special knowledge 

(0.928) have been jointly and individually related to employee performance in the 

organization. This implies all three variables are good predictors of employee performance 

and that the increase in off-the-job training, on-the-job training, and special knowledge 

will significantly increase employee performance while a decrease in a functional 

relationship will significantly decrease performance, and each of the proxies of 

measurement at 5% level of significance. This result agreed with the previous work of 
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Mushtaq Ahmed et al., (2014) that employee training and development always have a 

positive outcome. The null hypothesis is rejected and the alternate hypothesis is accepted 

when positing a significant relationship between training and development and employee 

performance at a 5% level of significance. 

H02: The practice of selective hiring has no significant effect on employee 

performance. 

 

Table 2 Model Summary 

a. Predictors: (Constant), SHR_SYSTEM 

 

Table 2 shows the incorporated model summary from regression analysis which 

determines the relationship between the selective hiring system (SHR_SYSTEM) in 

training and development and employee performance. The result shows that the 

coefficient of determination is R2=0.861; therefore, about 86.1% of the variation in 

employee performance is explained by a unit change in SHR_SYSTEM and that R=0.928 

indicates that there is a positive relationship between employee performance and 

SHR_SYSTEM in staff training and development. The regression summary appears to be 

relatively useful for predicting the value of R squared is close to 1. 

 

Table 3 ANOVA 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 152.483 1 152.483 766.246 .000b 

Residual 24.563 123 .199   

Total 177.046 124    

a. Dependent Variable: EMPLOYEE_PERFORMANCE  

b. Predictors: (Constant), SHR_SYSTEM 

 

Table 3 shows the overall diagnostic test of significance for employees’ performance 

and the selective hiring system in training and development using Analysis of 

Variance (ANOVA). The ANOVA results for regression coefficients indicate the 

significance of the F=766.246>F-table=3.84; is significant i.e.  P-value=0.00 is less 

than 0.05. This demonstrates that the selective hiring system significantly predicts 

employee performance (meaning it is a good fit for the model). As a result, at a 95% 

confidence level, there is a significant relationship between employee performance 

and selective hiring in training and development.  

Table 4: Regression Coefficients 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .928a .861 .860 .47912 
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B Std. Error Beta 

1 (Constant) -.213 .156  -1.364 .175 

SHR_SYSTEM 1.056 .041 .928 25.773 .000 

a. Dependent Variable: EMPLOYEE PERFORMANCE 

 

The study sought to determine the beta coefficients of selective hiring system regress over 

employee performance. Table 4 shows the regression parameter (ẞ=1.056) that is 

standardized from the trend analysis coefficient of 0.928; which is significantly closer to 

1. The t-statistics (25.773) was also greater than 1.645 at a degree of freedom of 108. This 

demonstrated that selective hiring in training and development had a positive impact on 

employee performance. The significant level was specified at (p-value = 0.000<0.05) in 

the level of employee performance as shown in Table 4. The fitted model from this 

analysis is shown below: 

Y= -0.213 + 1.056(SHR_SYSTEM)1 

This implies that a 105.6% increase in employee performance was significantly caused by 

a 1% increase in the selective hiring system in Kwara State Polytechnic, Ilorin. 

Peradventure, if “SHR_SYSTEM” =0; the performance is reduced by 21.3% as shown in 

the constant of the regression line above. This implies that the removal of or ignored 

selective hiring system in training and development has a significant effect on the 

performance of employees. Hence, it is not advisable for the management of Kwara State 

Polytechnic, Ilorin to disregard the selective hiring system. The null hypothesis is rejected 

and the alternate hypothesis is accepted by advocating that there is a significant impact of 

a selective hiring system (based on training and development) on employee performance 

at a 95% confidence level 

 

Conclusion and Recommendations 

The result of this study shows that training and development have a positive impact on 

employee performance. Moreover, there is sufficient evidence to show that selective 

hiring of employees who receive training and development shows more confidence in 

handling their duties and responsibilities. Also, the organization’s efficiency is increased. 

As a result, it is concluded that training and development benefit both the employee and 

the organization. Based on the findings of this study, training and development increases 

specialized knowledge, skills, and abilities and then lead to increased performance and 

selectivity in hiring. 

The following are the recommendations from the study. 

➢ The selection criteria for each employee should be defined and communicated to 

all employees according to the institution's needs. 

➢ Performance should be properly evaluated to determine who needs what. 

➢ The institution should not sacrifice training and development because of the costs 

involved as it benefits both the employees and the institution 
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➢ The institution should not always hire consultants. It can enlist the help of older, 

more experienced employees as coaches or train younger employees. This can be 

a cost-effective solution. 
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