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Abstract

Employees are the major assets of any organization. Every organizations needs well trained employees to
perform the activities effectively and efficiently. It is the continuous process of the organizations that helps to
develop skills, knowledge, and abilities. Training and development leads the better performance of employees
and general productivity of an organization. In this globalization era, training and development is crucial for the
competent and challenging business. It is the nerve that needs to help enhancing the quality of work life of
employees and development of the organization. Training and development is the crucial factors of enlightening
the employee performance in most organizations. The purpose of the study is to examine the impact of training
and development on organizational productivity. The population of the study is 200 staff of Mabile Telephone
Network Enugu State. There was no need for sampling since the population is manageable. The study adopted
survey research design. Structured questionnaire was used as instrument for data collection. Two experts from
department of Public administration of Ebonyi State University, Abakaliki validated the instrument. It was
further subjected to reliability test using Cronbach alpha statistic which yielded overall reliability coefficient of
0.82. Descriptive statistics of mean and standard deviation were used to answer the research questions. The t-test
for non-correlated data was used to test the hypotheses at 0.05 level of significance. The data analysis was
carried out with the help of statistical package for social sciences (SPSS) software. The results revealed that
Training and development increases employee’s-confidence on different tasks, helps employees to do things
right, facilitates accurate decision-making in tasks assigned to employees, increases employees’ job satisfaction,
enables employees to cope with pressure , provides employees with capacity, enables employees to handle
unexpected circumstances in the company effectively, lack of staff motivation, poor choice and design of
training method, Poor attitude of staff, lack of training experts, poor management attitude towards training and
Lack of motivation plan affects training and development of employees in Mobile Telephone Network in Enugu
State.

Keywords: training, development, organizational productivity

Introduction

In this era of globalization and advance technology; employee training and development has become the most
challenging task for any organization. In order to be competitive and profitable, every organization focuses on
training and development of its human resource in order to guarantee optimum productivity. At present, a lot of
organizations Mobile Telephone Network are going through this issue of high turnover and low employee job
satisfaction which is extremely detrimental for them. Therefore, every organization should retain their talented
employees, it will also save money because attracting and selecting new employees is quite difficult and
expensive process (Akhter & Tariqg, 2020) 1. Contributing, Mozael (2015) 211 posited that the world is becoming
smaller and our business is becoming larger as the result of globalization. In this regard the companies must be
competitive to face the challenges of the globalization. The competitive advantages of the firm depend on the
knowledge and skills possessed by the employee. Training and development have become one of the necessary
functions in most organizations, because they lead to high performance in the same field and are important part
of human resource department, it has a significant effect on the success of an organization through improving
employee performance

Highly skilled and talented employees are considered as the most valuable asset of an organization because they
have an uninterrupted influence on firm’s productivity, profitability and reputation. If the performance of
employees is positive then it will lead the organization towards the path of success and achievements but if the
performance of employees is negative then it will lead towards the failure, that’s why employees are called
backbone of any organization (Nguyen & Duong, 2020). Training is supposed to be an expense for the company
but in reality, investing in training and development has proved to be beneficial for the organization. Previous
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researchers discover that there is strong influence of training on commitment and constant commitment has
negative relation with employee turnover (Khan, 2018) [*51,

Training and development have become one of the necessary functions in most organizations, because they lead
to high performance in the same field and are important part of human resource department, it has a significant
effect on the success of an organization through improving employee performance (Mozael, 2015) [?4,
According to an earlier study by Omoikhudu (2017) [?8], training have the greater impact on employee’s decision
to quit or to hold on. Additionally, it says that employees feel more delighted, satisfied and cheerful when their
performance is being appreciated by managers or supervisors which make them more active and motivated
toward their roles. The result of recent study by Chaudhary & Bhaskar (2016) ! disseminates that the companies
who incorporate training and development practices at their workplace will have greater employee satisfaction
and decreased turnover.

Training is currently in a state of crisis around the world mostly due to the harsh economic climate. As a result,
organizations such as Mobile Telephone Network (MTN) are forced to cut down on training budgets as one of
the first line of items to reduce expenses. This means that the lofty ideas about continuous learning and
professional development of employees have to give way to concrete justification with convincing evidence that
they will deliver bottom-line results and contribute to the achievement of organizational objectives (Kirkpatrick
& Kirkpatrick, 2016) [2°1,

The current economic challenges and crisis in the training world can result in low-level productivity of
employees. Some organizations incur many losses inform of wastage arising from mistakes made by workers
who lack the specific skills needed to perform their jobs effectively. Another major problem faced by Mobile
Telephone Network Enugu, resulting from the non-existence of training and development plans is job
dissatisfaction. It is against the background that the researcher intends to examine the impact of training and
development on organizational productivity: A study of Mobile Telephone Network (MTN)

Purpose of the Study
The study examined the impact of training and development on organizational productivity: A study of Mobile
Telephone Network (MTN).

Specifically, the examined
1. The impact of training and development on organizational productivity
2. The factors affecting training and development of employee in Mobile Telephone Network

Research Questions
1. What is the impact of training and development on organizational productivity?
2. What are the factors affecting training and development of employee in Mobile Telephone Network?

Significance of the Study

The outcome of this study is integral to management, members of staff, human resource management, and
researchers in making informed decisions about employee training. Top management can make decisions that
develop employee performance through organizing training and performance development programs. Mobile
Telephone Network (MTN) employees were used as a case study for the need for training and consistent
participation as they have inside knowledge of MTN business operations. This study will provide the human
resource department with relevant information for appropriate planning and implementation of training and
development programs. This study will also serve as reference material for additional studies into the subject
matter.

Review of Related Literature

Concept of Training

The term "training" has been the subject of debates by numerous scholars over the past decades. Training is an
organizational activity and critical investment in a strategy that involves time, energy and money, resulting in
internal promotion, succession planning and staff development (Topno, 2012). Training is a set of organized
action designed to improve an individual's competence, knowledge and skill levels in order to complete daily
activities (Sung and Choi, 2018; Abomeh and Peace, 2015; Jehanzeb and Bashir, 2013; Nassazi, 2013) [ 1,
Tharenou et al. (2007) B4 acknowledge training as a general contributing factor for enhancing individual and
organizational performance.

Walters and Rodriguez (2017) describe training as a learning experience to boost short- and/or long-term
employment performance. Mpofu and Hlatywayo (2015, p.12) support the above description and emphasis that
continuing training is a conscious process of changing trainee’s attitudes, knowledge or skills through a practical
or field learning experience to accomplish effective work performance in one action. Training is the step by step
process that empowers the learner to attain the goals of the organization. Almost all of the researchers admit that
the training and development of employees have vigorous effect on the achievements of both employee and
organization. And it has been reported by the American Society of Training and Development that around $126
billion is spent by the organizations on training and development of employees on yearly basis (Patare, 2019).
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Types of Training

There are certain factors that determine the type of employee training suitable to a specific organisation. These
include the job description, skill gap to be filled, the employees' current qualifications, and the difficult tasks
employees encounter in fulfilling the responsibilities of the job. Also, employee size to be trained, availability
and cost can be factors to consider (Adamu, 2008). An employees' current, or future job role is also a major
deciding factor in the model of training to be adopted (Ezigbo, 2011). The models of training that can be
implemented fall broadly into two types hamely: on-the-job and off-the-job training, (DeCauza et al, 1996).

On-the-job training (OTJ)

This is a model designed to provide training to employees in their normal/routine working environment. The
goal of this type of training is to allow employees familiarize with their normal working circumstances, i.e.
during the training period; employees would directly use processes, machinery, and equipment that will be used
routinely. Additionally, it provides employees with first-hand experience on how to handle difficulties that may
arise during the execution of a task. Trainees aim to learn by observing the supervisor or a more experienced
employee performing a specific task. To perform the task, trainees are guided by the instructions of the
supervisors. This method is very common amongst companies for training employees currently working at the
organisation and sets the tone for employees that will be hired in the future due to its cost-effectiveness and
simplicity.

Off-The-Job training

This method of training is done at an organized off-site, at a different location from the current organization for
an agreed time. The purpose of this method of training at a different site to provide employees with a change of
scenery which most times has a positive impact. They can also analyse previous behaviours for the purpose of
reflection on what has been successful and what has not (Okanya, 2008). The trainees are provided with
educational material, which covers the theory aspect. During the type of training, trainees feel more inclined to
express their views and feelings. They can also explore new and pioneering impressions using case studies,
conferences, seminars, audio-visuals, lectures, simulations and role-play. This is an expensive training method
with expenses including the place of training, facilities used in training the employees, and hiring experts to add
value to the training.

Impact of Training and Development of Staff/Employee in an Organization

There has been growing concern over the adverse effect of fast-paced globalization and technological
advancement on the need for competing organizations to change the ways they operate (Elnaga and Imran,
2013). These changes keep changing the nature of tasks, so it is clear that people need to adapt to new challenges
by learning more about their responsibilities and their ability to discharge their duties (Tai, 2006).

Given the above, human resources are responsible for implementing some development strategies for numerous
ambitious organizations. Among the essential techniques, human resources teams play a crucial role in providing
thorough and effective training and development, which is the organizational activity concerned with improving
workers' performance in the corporate settings (Elnaga and Imran, 2013; Noe, 2005; Also, Pouslston (2008)
emphasizes the relevance of staff training as the avenue for staff to transfer information and converse flawlessly
in the work setting.

A group of researchers emphasized the importance of training staff or workers, mainly as it is a planned
intervention designed to improve competitive advantage over other firms through their job performance
(Sahinidis, 2008; Armstrong 2000). This is mainly a scenario that enables staff to improve their skills and
experience that ensure organisational performance. Hence, information and skills are considered essential
requirements of a competent staff needed to pilot the growth of an organization and this could be best be
achieved if staff are adequately trained, particularly for performance enhancement (Sultana et al., 2012) B,

Weil and Woodall (2005) 3¢ enlighten that staff training enables the organisation to strike a balance between
their current and anticipated performance - desired goals or standards and specific performance levels (Mullins,
2007). Ampomah (2016) supports this statement and argues that training can be used as an active way to
improve skills and knowledge to avoid difficulties and be an effective way to develop skills or deficiencies in
staff. Consequently, this could lead to retaining talents and motivation of staff as their skills improve over time.
Also, it was found that job-related training boosts the ability of staff to execute their jobs and convey a powerful
message to staff concerning the management's commitment toward customer service (Acton and Golden, 2003;
Babakus et al., 2003) Bl This could encourage them to develop a positive attitude towards their work and
adhering strictly to the training programs introduced by their managers. However, Elnaga and Imran (2013) posit
that any reputable organisation must consider and adopt an effective training program. To this end, Cartwright
(2005) maintains that the effective training system influences the staff abilities and performance in an
organization from which individuals related to career progression can benefit from new opportunities.

Scholars and practitioners alike (Jain & Moreno; 2015; Meyer et al., 2016; Moullin, 2016; in recent years have
increasingly recognized the impact of T & D on organizational performance. Ongori and Nzonzo
(2011) emphasized that T & D guarantees that the organization has operative employees to encounter the
challenges of its vigorous market. The process of T & D embraces a wide assortment of knowledge activities,
and enhances an organization strategy, thus converting it into a learning organization (Niazi, 2011) emphasized
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that in a learning organization, employees recurrently expand their capabilities in order to achieve the outcomes
demanded.

In regard to Mobile Telephone Network (MTN), the concept of T & D is not new, and contemporary T & D
matters and organizational performance have attracted various scholars (Gaffor & Cloete, 2010; Green, 2016.
The failure of an organization to accomplish its objectives with current capabilities results in skills gap, and thus
HRD is one of the key solutions to those identified skills gaps (Memon, 2014).

Factors militating against effective training in Mobile Telephone Network (MTN)

Challenges are usually associated with the implantation of training as a result of various factors. These
challenges could result from organizational, managerial, or individual reasons (Ndimande, Chisoro and Karodia,
2016). The attitude of the top management is among the factors that militate against effective training in some
organizations (Kum et al., 2014). For example, Robbins et al. (2003) concur and note that many employers
oppose training programs because they believe that equipping people to become staff lies with the education
system, not the company.

As Ndimande et al. (2016) cited Tabashi (2012), the lack of staff motivation on training could be a factor.
Motivation is a psychological force that encourages participants to learn and understand the training and
development programmes that determine how best newly acquired knowledge can be maximised in the
workplace (Ndimande et al., 2016). Thus, motivation increases staff productivity and willingness to adhere to
and complete a training program within a given timeframe. Carrel As Ndimande et al. (2016) cited Tabashi
(2012), the lack of staff motivation on training could be a factor. Motivation is a psychological force that
encourages participants to learn and understand the training and development programmes that determine how
best newly acquired knowledge can be maximised in the workplace (Ndimande et al., 2016;). Thus, motivation
increases staff productivity and willingness to adhere to and complete a training program within a given
timeframe.

The choice and design of training programme method could be a militating factor. For example, Driskell (2012)
discovered in his study that training and development are also affected by elements such as "the type of training
program initiated, the contents of the training, and training expertise". The poor training design has a detrimental
consequence on its effectiveness, as the selected training programs frequently fail to reach their objectives
(Tennant et al., 2012:20).

The attitude of the staff is another contributing factor in training (Haslinda and Mahyuddin, 2009, as cited by
Mohamed and Alias, 2012). This attitude could be a result of too many training programmes in place in the
organization. Orlando (2012) agrees that the causal factor and provision of incentives could motivate them to
develop a positive attitude toward training. This positive attitude could ultimately lead to job satisfaction of the
staff. Another factor that could lead to the negative attitude of the staff toward training could be managerial
support that is lacking (Birdi, 2005).

Theoretical Framework

Employee training has two major theoretical approaches, which are, the human capital approach and the
technology-based approach. The human capital approach suggests that training is an investment in human capital
whereby gains achieved from increased productivity levels are greater than the cost of training (Luo, 2000). The
technology-based approach suggests that training is a skill formation process. According to this approach,
training in the contemporary period is driven by a rapid change in technology and work reforms. To reform
employee performance and growth, this type of training is preferred as it explores the needs of an organization.
Luo (2000) says that organizations face challenges with trainings as a result of four different factors. Firstly,
trainings that are conducted are not essentially tied to the technicality of the role. Secondly, prior needs
assessments are rarely performed, despite suggestions to do so in most training guides. Third, training instructors
and organizations rarely evaluate outcome(s) resulting from trainings. Evaluation, when one is done, is often
focused on how trainees feel about the training and not what was learnt. Feedback forms often referred to as
"smile sheet", as the response from trainees to determine the impact of the training. Fourthly, the rapid expansion
of personal development and training has

Empirical Framework

Rowland et al. (2017) carried out a research on the impact of training and development on employees in
Jordanian banks. The study concluded that training improves skills, knowledge, learning new work methods, job
performance, behaviours and productivity. However, the study also found that this had less of an impact on job
satisfaction, teamwork, and creativity. In various literature, several studies on the impact of training on the
performance of employees or staff in banks report predominantly positive effects. Charity (2015) investigated
the effect of training and career development on staff performance in a Kenyan commercial bank. The researcher
used a case study resign design and employed a more expansive approach by distributing questionnaires to 6
branches of Kenyan commercial banks and employed a census sampling to select 196 respondents from 6 bank
branches. Strong report of respondents agreeing that the training of staff positively influences their performance.
Imran and Tanveer (2015) researched the impact of training and development on staff performance in Pakistan
banks. The study made use of convenience and referral samplings with 150 sample sizes. In accomplishing the
research objectives, the researchers utilized a quantitative data method, i.e., a questionnaire to elicit information
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from 150 respondents who have undergone training in the banks, though 104 of the invited respondents
conducted the survey: recording a 69.3% response rate. The data was descriptive and analyzed through the use of
the SPSS software package. Therefore, the study shows a strong correlation between training and development
and staff performance, which summarizes that the positive impact of training on staff performance is evidential.
Moreover, Motlokoa et al. (2018) examine the impact of training on employee performance using a case study
on the banking sector in Lesotho. In the study, a stratified sampling strategy was employed to sample 171
employees of 300 people. Afterwards, the researchers used a self-administered questionnaire to generate data
from these 171 respondents, reflecting a 57% response rate. Finally, the study discovered that training benefits
staff not only in terms of performance but also in terms of motivation and job satisfaction.

Methodology

The descriptive survey research design was adopted for this study. Descriptive survey according to Nworgu
(2015) is aimed at collecting data on, and describing in a systematic manner the characteristics, features or facts
about a given population.

The study was conducted in Enugu State. The population for this study consisted of 200 staff of Mobile
Telephone Network (MTN) in Enugu State. Since the population is manageable, the researcher will use the
entire population. There will be no sample for the study. This is in affirmation of Nworgu (2013) who maintains
that a research might not sample relatively small and manageable population. There would not be any sampling
in the present study. Structured Questionnaire was the instrument used for data collection. The questionnaire was
validated by three experts in Public Administration from the Faculty of Management and Social Sciences,
Ebonyi State University, Abakaliki. The questionnaire has two sections, Section A and Section B. Section A
contains items on the demographic data of the respondents while section B consists 2 clusters, B1 to B2. Cluster
B1 contained 6 items while Cluster B2 contained 6 items. Cluster B1 measured the impact of training and
development on organizational productivity in Mobile Telephone Network (MTN) while cluster B measured
factors affecting training and development in Mobile Telephone Network (MTN). Section B is structured on a
four point rating scale with response options of Strongly Agreed (SA), Agreed (A), Disagreed (D), and Strongly
Disagreed (SD).

The reliability of the instrument was established using Cronbach Alpha statistics. This procedure according to
Nworgu (2015) applies to instrument that are scored on multiple bases (polytomousely). Data collected and
analyzed yielded reliability coefficients of 0.80, 0.78 respectively, with an overall reliability coefficient of 0.82,
indicating a high level reliability of the items in the instrument. According to Agu (2012), reliability of 0.672 and
above is deemed reliable.

The instrument was administered to the study sample personally by the researchers with the help of research two
research assistants who were briefed on the purpose of the study. Descriptive and inferential statistics were used
in data analysis. Specifically, mean was used in answering the research questions, while standard deviation was
used to determine the homogeneity or otherwise of the respondents’ mean ratings. Null hypotheses were tested
using t-test statistics for non-correlated data.

Results

Table 1: Mean responses of respondents on Impact of training and development on organizational productivity

S/N Items Mean| SD | Remark
8 | Training and development increases employee’s-confidence on different tasks | 3.21 |0.77| Agree
9 Training and development helps employees to do things right 3.13 |0.76| Agree
10 Training and development facilitates accurate decision-making in tasks assigned 318 [0.77| Agree

to employees
11 Training and development increases employees’ job satisfaction 3.20 {0.79| Agree
12 Training and development enables employees to cope with pressure 3.23 |0.77| Agree
Training and development provides employees with capacity to adapt to Strongly

13 - 3.81|0.74

technological change Agree
14 | Training ensures the development of a positive attitude towards employee’s work| 3.18 |0.73| Agree
15 Training and development improves employees’ skills and knowledge 3.21 |0.72| Agree
16 Training and development enables employees to handle unexpected 318 [0.77| Agree

circumstances in the company effectively
Grand Mean 3.16 Agree
Source: Field Survey, 2022.

Table 1 show respondents mean rating on the impact of training and development on organizational productivity
in Mobile Telephone Network (MTN) Enugu State. From the result, the respondents strongly agreed to item 13
and agreed to other items stated, a grand mean of 3.16 indicates that the respondents agreed that training and
development has an impact on organizational productivity. The standard deviation reported indicated
homogeneity of the respondent’s response.
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Table 2: Mean responses of respondents factors affecting training and development of employees in Mobile
Telephone Network (MTN)

S/IN Items Mean | SD Remark
1 Lack of staff motivation 3.32 | 0.77 Agree
2 Poor choice and design of training method 3.34 |0.81 Agree
3 Poor attitude of staff 351 | 0.59 Strongly Agree
4 Lack of training experts 3.09 | 0.82 Agree
5 Poor managemer_lt_attitude toward 331 | 0.76 Agree
s training
6 Lack of motivation 341 | 0.64 Agree
Grand Mean 3.35 Agree
Source: Field Survey, 2022.

Table 2 show respondents mean rating factors affecting training and development in Mobile Telephone Network
(MTN) Enugu State. From the result, the respondents strongly agreed with one item and agreed with five
remaining items. On the whole, the grand mean of 3.35 indicates that the respondents agreed some factors affects
training and development in Mobile Telephone Network (MTN) Enugu State.

Discussion of Findings

This impact of training and development on organizational productivity: a study of mobile telephone network
(MTN) Enugu state.

The findings from the first research question revealed that Training and development increases employee’s-
confidence on different tasks, helps employees to do things right, facilitates accurate decision-making in tasks
assigned to employees, increases employees’ job satisfaction , enables employees to cope with pressure ,
provides employees with capacity

Training and development enables employees to handle unexpected circumstances in the company effectively.
This findings collaborated with the study of These findings coincide with the submission by Ahmad et al.
(2014), who found that training aids workers to make fewer mistakes. The findings also agreed with the study of
making in their tasks, which is in agreement with study by Ayenitimi and Burgess (2019) and Cohen (2017),
who included decision-making as one of the benefits of training to workers. This finding equally agreed with the
earlier prediction by Motlokoa et al. (2018) and Ahmad et al. (2014), who disclosed that training benefits
workers to be satisfied.

The findings from the second research question reveled that there stated items such as lack of staff motivation,
poor choice and design of training method, Poor attitude of staff lack of training experts, poor management
attitude towards training and Lack of motivation plan affects training and development of employees in Mobile
Telephone Network in Enugu State. The research outcome agrees with the disclosure made by Tabashi (2012),
as cited by Ndimande et al. (2016), who claim that lack of motivation of workers discourages them from taking
advantage of training because motivation is such a psychological factor that motivates staff to make the most of
any training programs for complete effectiveness. This finding also align with earlier positions by various
researchers who mentioned that these above factors have detrimental effects on training programs (Driskell,
2012; Tennant et al., 2012; Abdullah, Nilufar and Alam, 2009; Haslinda and Mahyuddin, 2009, as cited by
Mohamed and Alias, 2012).

Summary of Findings

The summary of the major findings from this study is highlighted below:

1. Training and development increases employee’s-confidence on different tasks, helps employees to do things
right, facilitates accurate decision-making in tasks assigned to employees, increases employees’ job
satisfaction, enables employees to cope with pressure, provides employees with capacity, enables employees
to handle unexpected circumstances in the company effectively.

2. Lack of staff motivation, poor choice and design of training method, Poor attitude of staff, lack of training
experts, Poor management attitude towards training and Lack of motivation plan affects training and
development of employees in Mobile Telephone Network in Enugu State.

Conclusion
Based on the findings of the study, it revealed that that training and development has an impact in Mobile
Telephone Network Enugu State, its numerous challenges notwithstanding.

Recommendations

Based on the findings and conclusion of this study, the following recommendations were made:

The Human Resources Managers (HRM) with presence in Mobile Telephone Network should implement
effective training programs for staff for more exposure and job satisfaction.

The management of human resource should endevour to minimize the challenges experienced in training and
development to guaranteed job satisfaction and organizational productivity.
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Employees should seek mentorship, coaching or be ready to perform job rotation as this would aim their speed
learning and reduce adaptation time to technology change.

References

1.

N

o s

10.

11.
12.
13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.
24,

25.

26.

27.

Acton T, Golden W. Training the knowledge worker: A descriptive study of training practices in Irish
software  companies. Journal ~of European Industrial  Training,2003:27(4):137-146. doi:
10.1108/03090590310468958

Adamu S. Manpower Planning and Administration. Lagos: National Open University of Nigeria

Akther S, Tarig J. The Impact of Effective Training on Employee Retention: A Study in Private Banks of
Bangladesh. Journal of Economics and Business, 2020, 3(1).

Armstrong M. A Handbook on Personnel Management Practice (5th edition). London: Kogan Page.
Babakus E, Yavas U, Karatepe OM, Avci T. The Effect of Management Commitment to Service Quality on
Employees” Affective and Performance Outcomes. Journal of the Academy of Marketing
Science,2003:31(3):272-286, doi: 10.1177/0092070303031003005.

Cartwright S. Human Resource Management. 2nd edn. Mittal Publications, 2005.

Charity BC. Effect of Training and Career Development on Employee Performance: A Case of KCB
Branches in The North Rift Region, Kenya. International Journal of Advanced Research in Management and
Social Sciences,2015:4(5)38-49

Chaudhary NS, Bhaskar P Training and development and job satisfaction in education sector. Training and
Development, 2016, 2(8).

Driskell JE. Effectiveness of deception detection training: a meta-analysis. Psychology, Crime and
Law,2012:18(8):713-731,

Elnaga A, Imran A. The Effect of Training on Employee Performance. European Journal of Business and
Management, 5 (4) doi: 10.1080/1068316X.2010.535820

Ezigho CA. Advanced Management: Theory and Applications. Enugu: Immaculate, 2011.

Green F, Ashton D, Felstead A. Estimating the Determinants of Supply of Computing Problem-Solving,
Communication, Social, and Teamworking Skills. Oxford Economic Papers,2016:53(3):406-433.

Green P. The Perceived Influence on Organizational Productivity: A Perspective of a Public Entity.
Problems and Perspectives in Management,2013:14:339-347. https://ir.dut.ac.zahttps://doi.org/10.21511/
ppm. 14(2-2).2016.10 [Paper reference 3]

Imran M, Tanveer A. Impact of Training and Development on Employees’ performance in Banks of
Pakistan’, European Journal of Training and Development Studies,2015:3(1):22-44,

Khan Afag, Abbasi Sardar, Waseem Raja, Ayaz Mohsin, ljaz Moazzam. Impact of Training and
Development of Employees on Employee Performance through Job Satisfaction: A Study of Telecom Sector
of Pakistan. Business Management and Strategy,2018:7:29

Khan N. Does Training & Employee Commitment Predict Employee Retention? In International Conference
on Management and Information Systems September,2018:21:22.

Kum FD, Cowden R, Karodia AM. ‘The Impact of Training and Development on Employee Performance: A
Case Study of ESCON Consulting’, Singaporean Journal of Business Economics, and Management
Studies,2014:3(3):77-105, doi: 10.12816/0010945.

Lyria RK, Namusonge GS, Karanja K. The effect of career management on organizational performance of
firms listed in the Nairobi Securities Exchange. Journal of Human Resource and Leadership,2017:1(3):31-
42.

Mohamed R, Alias A. Evaluating the Effectiveness of a Training Program: Using the Four Level
Kirkpatrick Model in the Banking Sector in Malaysia, Engineering, 2012, 1-15,
https://core.ac.uk/download/pdf/298087117.pdf [Accessed 8/8/2021].

Motlokoa ME, Sekantsi LP, Monyolo RP. The Impact of Training on Employees’ Performance: The Case of
Banking Sector in Lesotho. International Journal of Human Resource Studies,2018:8(2):16-46.
doi:10.5296/ijhrs.v8i2.12812

Mozael BM. Impact of Training and Development Programs on Employee Performance’, International
Journal of Scientific and Research Publications,2015:5(11):38-42,

Mpofu M, Hlatywayo CK. Training and development as a tool for improving basic service delivery; the case
of a selected municipality. Journal of Economics, Finance and Administrative Science,2015:20(39):133-136,
doi: 10.1016/j.jefas.2015.10.004.

Mullins JL. Management and Organizational Behaviour, 8th edn. Prentice Hall: NJ, 2007.

Naranjo-Valencia JC, Naranjo-Herrera CG, Serna-Gémez HM, Calderén-Hernandez G. The Relationship
Between Training and Innovation in  Companies. International Journal of Innovation
Management,2018:22(2):1-33, doi: 10.1142/S1363919618500123.

Nassazi N. Effects of training on employee performance: Evidence from Uganda’, Unpublished PhD
dissertation. University of Applied Sciences, Vassa, Finland, 2013.

Nguyen C, Duong A. The Impact of Training and Development, Job Satisfaction and Job Performance on
Young Employee Retention. International Journal of Future Generation Communication and
Networking,2020:13(3):373-386.

Noe RA. Employee training and development. 3rd edn. Boston: McGraw-Hill Irwin, 2005.

83


http://www.advancedjournal.com/

International Journal of Advanced Research and Development www.advancedjournal.com

28.

29.

30.

31.

32.

33.

34.

35.

36.

Omoikhudu J. The Impact of Training and Development on Employee Retention in the Retail Sector, an
Examination of the Role of Coaching in a Leading Retailer in Dublin, Republic of Ireland. A Case Study of
Mark and Spencer’s Store Dublin (Doctoral dissertation, Dublin, National College of Ireland).

Saunders M, Lewis P, Thornhill A. Research methods for business students. 5th edn. Essex: Pearson
Education Limited, 2008.

Sultana A, Irum S, Ahmed K, Mehmood N. Impact of training on employee performance: a study of
telecommunication sector in Pakistan. Interdisciplinary Journal of contemporary research in
business,2012:4(6):646-661.

Sultana A, Irum S, Ahmed K, Mehmood N. Impact of training on employee performance: a study of
telecommunication sector in Pakistan. Interdisciplinary Journal of contemporary research in
business,2012:4(6):646-661.

Tai W. Effects of training framing, general self-efficacy and training motivation on trainees’ training
effectiveness. Personnel Review,2006:35(1):51-65

Tennant C, Boonkrong M, Roberts AB. Design of a training programme measurement model. Journal of
European Industrial Training,2012:26(5):230-240, doi: 10.1108/03090590210424902

Tharenou P, Saks AM, Moore C. A review and critique of research on training and organizational-level
outcomes. Human Resource Management Review,2007:17(3):251-273. Semantic Scholar. doi:
10.1016/j.hrmr.2007.07.004

Topno H. Evaluation of Training and Development: An Analysis of Various Models. IOSR Journal of
Business and Management,2012:5(2):16-22, Semantic

Weil A, Woodall J. HRD in France: the corporate perspective. Journal of European Industrial
Training,2005:29(7):529-540, doi: 10.1108/03090590510621036.

84


http://www.advancedjournal.com/

