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ABSTRACT  
This study determined the effect of employee’s training on organizational 
performance in the federal polytechnic, Bida, using training design and 
employees’ perception of training as measures of training. The study utilized 
the primary source of data with the aid of a 5-point Likert scale questionnaire 
which was administered to a sample of 281 employees which represented the 
total number of Academic Staff in the Institution. The responses were 
analysed using the multiple regression analysis. The study revealed that 
training design and employees’ perception of training have significant effect 
on their performance which translate to the overall organizational 
performance. The study therefore recommended that training should be z 
with its nature and also, employees should be sensitized prior to training 
activity so as to direct and correct their impression, perception or thoughts 
towards the aim and need of the training and also management should make 
clear and fair the selection process and also provide all employees’ equal 
opportunity of being selected for the training based on their individual needs 
and also training should be structured in a simple and logical way to aid easy 
comprehension by the trainees. 
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INTRODUCTION 

Human elements are the main asset at modern organizations, which makes 

the skill mastered by workers an important factor in determining the present 

situation as well as the future situation of any organization which are 

impacted by the performance of the human elements. The impact of training 
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on employee job performance research area in HRM. The way an organization 

train’s its staff can influence its efficiency (Padamanaban & Shakeel-UI-

Rehman, 2013; Elanga & Imran, 2013). several training practices can be used 

in order to enhance employee job performance, which result in improving the 

performance of the organization as a whole. Thus, training practices can be 

the main factor for the success of a firm, which justifies their evaluation 

through research. Influence of human resource management and training 

practices on organizational performance has been an important topic of 

research recently (Manning, 2015; Jayakumar & Sulthan, 2014). 

Attracting the attention of learners in training is related to an important issue, 

which forms the basis for the success of training practices, namely the 

attitudes of trainees towards the training practices and outcomes. Positive 

attitudes towards training practices maximize the benefits gained by trainees 

(Nu’man, 2006). 

Performance is the benchmark of measuring the success and progress of any 

living organization (Sarminah, 2013). Thus, every organizational success is 

made possible by the efforts of its workforce. Measuring performance is a vital 

part of monitoring an organization’s progress (Maina & Onsongo, 2013). It 

comprises measuring the actual performance outcomes or results of an 

organization against its intended goals. Organisational performance is very 

significance for any successful organization. Performance has resulted to 

firm’s profitability, increase in shareholder base as well as diversification into 

different areas of related business (Okpara and Pamela, 2008). Olaniyan and 

Ojo (2008) posit that if the employees in an organization are to perform their 

duties and make meaningful contributions to the success of the organizational 

goals, they need to acquire the relevant skills and knowledge through training. 

Many organizations engage in staff training and have departments units and 

sectors in charge of training and development. Federal polytechnic Bida is one 

of such organizations that has being practicing training since its beginning. It 

is worrisome to note that, despite the numerous training workshops 

organized by the management and other bodies and as well attended by 

employees; there exist poor show of job understanding among different 

categories of staff. This has led to poor service delivery in various section 

which saw the standard of the institution go down amidst so many other 

challenges. It is against this background that this research seeks to investigate 
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the effect of employees’ perception of training on organizational performance 

in Federal Polytechnic Bida 

The general objective of the study is to determine the effect of employees 

training on organizational performance. Training is relevant to both 

employees and the organization at large. It helps the employees improve in 

their job performance which translate to overall organizational performance 

but yet employees after several undergoing training still display poor grasp of 

their job in Federal Polytechnic, Bida, which propelled this study with 

objective. The specific objectives are: 

i. To assess the effect of training design on organizational performance 

in Federal Polytechnic Bida 

ii. To determine the effect of employees’ perception of training on 

organizational performance in Federal Polytechnic Bida 

In view of the aforementioned problem, the study seeks to find answers to the 

following research questions: 

i. What is effect of training design on organizational performance in 

Federal Polytechnic Bida 

ii. What is the effect of employees’ perception of training on 

organizational performance in Federal Polytechnic Bida 

The following hypotheses were adopted in the study: 

H01: training design have no significant effect of organizational performance 

in Federal Polytechnic Bida 

H02: employees’ perception of training has no significant effect on 

organizational performance in Federal Polytechnic Bida 

 

Concept of Training 

In the development of organizations, training plays a vital role in improving 

performance as well as increasing productivity, and eventually putting 

companies in the best position to face competition and stay at the top. This 

means that there is a significant difference between the organizations that 

train their employees and organizations that do not (April, 2010). Training is 

a type of activity which is planned, systematic and it results in enhanced level 

of skill, knowledge and competency that are necessary to perform work 

effectively (Gordon, 1992). There exists a positive association between 

training and employee performance. Training generates benefits for the 

employee as well as for the organization by positively influencing employee 
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performance through the development of employee knowledge, skills, ability, 

competencies and behavior (April, 2010). 

Armstrong (2010), defines training as the use of systematic and planned 

instruction activities to promote learning. Training could also be defined as a 

set of activities which react to present needs and si focused on the instructor 

and contrasts with learning as a process that focuses on developing individual 

and organizational potential and building capabilities for the future 

(Reynolds, 2004). Training is the systematic development of the attitude and 

skill behavior pattern required by an individual in order to perform 

adequately a given task (Oliseh, 2005). He states that training is designed to 

change the behavior of the employee in the work place in order to stimulate 

efficiency and higher performance standards. 

Ohabunwa (1999) asserts that if organizations train their employee very well, 

managers and superiors would have the confidence to delegate authority to 

their subordinates but when subordinates are not properly trained, it would 

be difficult for authority to be delegated to them by their superiors. 

Employees need continued training even after they have worked for the 

organization for years. Training shows employees how to do the basic of their 

jobs and they help them improve their skills. It also helps employees adapt to 

changes in the workplace (Certo, 2006). According to Flippo (1984) training 

is the act of increasing knowledge and skills of an employee for doing a 

particular job. The term training indicates the process involved in improving 

the attitudes, abilities and skills of the employees to perform specific jobs. 

Training helps in improving old talents and developing new ones. Successful 

candidates placed on the jobs need training to perform their duties effectively 

and efficiently. employees need continued training even after they have 

worked for the organization for years. Training shows employees how to do 

the basic of their jobs and they help them improve their skills. It also helps 

employees adapt to changes in the workplace (Certo, 2006) 

According to Adamu (2008), training is the ways in which specific knowledge 

and skills necessary to perform specific jobs are taught and learnt, 

development entails an analogous process in which people acquire more 

general abilities and information, but in ways that cannot always be tied 

directly to a particular task they perform.  

Training refers to the acquisition of skills, knowledge and information directly 

required for the performance of a specific role. It includes on-the-job training, 
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workshops, seminars and conference. Development broadly refers to job 

enrichment that has an intrinsic mechanism to motivate an employee to 

accept and play challenging organizational tasks (Chukwunenye & Igbokwe, 

2011). 

Training programs not only develops employees but also help an organization 

to make best use of their human resources in favour of gaining competitive 

advantage. Therefore, it seems mandatory by the firm to plan for such a 

training programs for its employees to enhance their abilities and 

competencies that are needed at the workplace (Jie & Roger, 2005). 

 

Training Design  

It is very necessary for the organization to design training in a very careful 

manner (Armstrong, 2000). The design of the training should be according to 

the needs of the employees (Khan, Khan and Khan, 2011). Those 

organizations which develop a good training design according to the need of 

the employees as well as the organization always get good results (Partlow, 

1996). Effective training design considers learning concepts, legal issues, and 

different approaches to training (Mathis and Jackson, 2000:225). Training 

design plays a very crucial role in the employee as well as organizational 

performance. A bad training design is nothing but the loss of time and money 

(Tsaur and Lin, 2004) 

Mathis and Jackson (2000) assert that there are three primary considerations 

when designing training. They are (1) determining learner’s readiness (2) 

understanding different learning styles, and (3) designing for transfer. For 

training to be successful and capable of influencing organizational 

performance, the trainee must have the basic skills necessary for learning, the 

motivation to learn and possess self-efficiency. 

 

Concept of Employees’ Perception 
The term perception can define as follows: 

“[perception is a] process by which people translate sensory impressions into 

a coherent and unified view of the world around them. Though necessarily 

based on incomplete and unverified (or unreliable) information, perception 

is ‘the reality’ and guides human behavior in general.” (Business Dictionary, 

n.d) 

Every person converts objective information into subjective information that 

does not always reflect the intended meaning of the objective information. In 
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the “people management performance causal chain” this transformation takes 

place between the actual and perceived practices. Purcell and Hutchinson 

(2007) as well as wright and Nishii (2006) emphasize in their models that the 

perception of HR practices generates a certain behavior. The response to HR 

practices depends on the employee’s individual interpretation of the 

practices. However, the perceived HR practices do not always convey the 

message of the actual practices and therefore do not necessarily lead to 

desirable employee behavior. Consequences of such an incorrect 

transformation are highly visible. In the context of the HRM work this can 

show in the incorrect implementation of HR practices. For example, HR 

practices that are developed with the goal to generate desirable behavior e.g 

to motivate or to stimulate commitment might ultimately result in an 

undesirable behavior or even in the contrary behavior when interpreted in 

unintended ways. This suggests that during the first stages the objective 

message of HR practices determine the performance outcome, but from the 

perception stage onwards the subjective perception of the HR practices 

influences all further processes (Nishii & Wright, 2008). Since actual HR 

practices are filtered by perception before they turn into a corresponding 

behavior, it is expected that the mismatch between the objective information 

in the form of actual HR practices and the resulting behavior occurs due to the 

perception of every employee. The central importance that the employee’s 

perception receives seems to be a logical consequence. 

 

Organization Performance 
Richard, Devinney, Yip and Johnson (2009) in their view elucidate that 
organizational performance comprises of three specific area of firm 
outcomes: (a) financial performance (profits, return on assets, return on 
investment, etc.); (b) product market performance (sales, market share, etc.) 
and (c) shareholder return (total shareholder return, economic value added, 
etc.). from the foregoing, it can be viewed that when firms are making 
progress especially meeting their goals or objectives; then they are perceived 
to be performing. This performance can be in the areas of product 
development, diversification, as well as penetration into other countries with 
or without the same business model. 
 

Empirical Review  
Olaniyan and ojo (2008) examined staff training and development: a vital tool 

for organisational effectiveness. They recommended that training and re-
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retraining of all staff in form of workshops, conferences and seminars should 

be vigorously pursued and made compulsory. Sanjeevkumar and Yanan 

(2011) examined training factors and its impact on training effectiveness in 

Kedah state development corporation, Kedah, Malaysia. They found that 

training environment is the strongest driver of training effectiveness in 

Kedah. Okeke (2011) examined manpower training and development in 

organization: a key to achieving operational efficiency. Okeke concluded that 

there is need for manpower training and development in organizations. Raja, 

furqan and Muhammad (2011) examined the impact of training and 

development on organizational performance. Results of their study revealed 

that training and development, on the job training, training design and 

delivery style have significant effect on organizational performance. 

Azara, Syed and Muhammad (2013) examined employees training and 

organizational performance. Results of their study revealed that training has 

positive significant association with organization performance. Gunu, Oni, 

Tsado and Ajayi (2013), examined training and development as a tool for 

organizational performance. They concluded that for training and 

development to have significant impact on organization performance, 

employees need to be motivated during training programs. Zulfiqar and 

Mehwish (2014) examined the impact of training program on organizational 

effectiveness in Karachi, Pakistan. Finding from their study showed that 

training of employees led good impact on organizational effectiveness. 

Dialoke (2015) investigates training as a measure not a solution to worker’s 

performance in Nigeria. Dialoke. Concluded that training is a measure and not 

a solution to worker’s performance vis-a-vis productivity in Nigeria.  

Diamantidis and Chatzoglou (2014) examined the medium-to long-term 

effects of training programs on firms by means of an integrated research 

model combining the principal factors that the existing literature has shown 

to be related to training transfer and also by examining the relationship 

between training transfer and operational performance. The transfer factors 

chosen in the study included the training design, trainee self-efficacy and 

work environment. The validity of this model is tested by applying the 

structural equation modelling approach to data from 126 employees who 

have participated in various training programs in a number of Greek 

organizations. The results indicate that the design of a training programme 
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has the strongest impact on post-training job performance, along with 

trainees’ self-efficacy and post-training behavior. 

 

Theoretical Framework 

The human capital theory developed by smith (1776) and re-invigorated by 

Schultz (1961) postulates that training and education are a form of 

investment in human beings. The underlying belief then is that training 

creates assets in the form of knowledge and skills, which in turn increases the 

productivity of the worker. He argued that skilled human resource has been 

able to acquire these skills as a result of training and development programs 

or investment in the existing human resources through appropriate on-the job 

training both within and outside the organization for example seminars, 

workshops, conferencen, and by creating conducive environment through 

appropriate welfare care like promotion. 

 

Methodology  

The study adopted the descriptive and causal research designs. Multiple 

regression analysis was employed to analyse the responses from the primary 

data collected through structured closed ended questionnaires of 5-points 

Likert scale format. Causal design was used as a means of trying to assess the 

effects of training design and employees’ perception of training on 

organizational performance of Federal Polytechnic Bida the target population 

of the study is all the staff of the institution. Yamane (1973)’s sample size 

determination formula was used to determine the sample size of 281. Then a 

random sampling procedure was used to select respondents from the 

determined sample sized. 

 
Reliability and Validity 

The reliability was unsure by testing the instruments for the reliability of 

values (alpha values) as recommended by Cronbanch, (1946). According to 

Sekeran (2001), alpha values for each variable under study should not be less 

than 0.6 for the statements in the instruments to be deemed reliable. 

 
Table 3.1 scale reliability of variables 

Variables Cronbach’s Alpha 

Employees’ perception of training  0.81 

Training design 0.69 
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Organizational performance 0.76 

Sourced: author’s computation (2018) 

Table 3.1 above revealed that all the variables have alpha values above 0.6 as 

recommended by Sekaran which indicates therefore that, all the variables in 

the instruments are reliable. 

 

Model specification 
OP = β0 + β1EPT + β2TD + e………………………………………………………(1) 
Where: 

OP = Organizational performance, EPT = employees’ perception of training, 
TD = Training design, β0 = intercept, β1 = coefficient of independent 
variable, e= error term. 
 
RESULT AND DISCUSSION 
Employees’ perception of training and organizational performance 
Source | SS  df  MS                           Number of obs = 263  

------------------------------------------------------------------- F (1, 261) = 5.25 

Model |  901819859 1 .901819859    Prob > F = 0.0228 

Residual | 44.8624387 261 .171886738    R-squared = 0.21019 

-------------------------------------------------------------------    Adj R-squared = 

0.0159 

Total |  45.7642586 262 .174672743    Root MSE = 

.41459 

---------------------------------------------------------------------------------------------------------------

------------ 

Op    |  Coef.   Std. Err. t P > |T|  [ 95% Conf. Interval ] 

EPT  |  .1067891 .0466217 2.29 0.023  .0149865.1985917 

TD    |  .5407524 .0434894 12.43 0.000  .4551176 . 6263871 

_Cons |  4.284354 .2160135 19.83 0.000  3.859003 4.709705 
 
The regression line OP = 4.284354 + 0.1067891EPT indicates that a unit 

increase in the value of EPT cause an increase of 0.0167891 in OP with 

statistical significance. The probability of the f-statistics was found to be 

significant at 5% level of significance. Thereby the study rejects the null 

hypothesis and accept alternative hypothesis which states that employee’s 

perception of training have significant effect on organizational performance 

of Federal Polytechnic Bida 

The regression line OP = 4.284354 + 5407524TD indicate that a unit increase 

in the value of TD cause an increase of .5407524 in OP with statistical 
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significance. The probability of the f-statistics was found to be significant at 

5% level of significance as such, the study rejects the null hypothesis and 

accept alternative hypothesis which states that training design have 

significance effect on organizational performances of Federal Polytechnic 

Bida  

The result as shown in the table above show that the value of R-square in 

0.21019, meaning that could explain OP that were not included. 

 

Discussion of Finding 

Employee’s perception of training showed a positive and significant effect on 

organizational performance, which implies that how employees perceive the 

motive behind the training can go a long way determining their performances 

which translate to the overall organizational performance. 

Training design also showed a significant positive effect on organizational 

performance which implies that the structured training has a way of 

increasing the knowledge and efficiency of the employees.  

 

CONCLUSION AND RECOMMENDATIONS 
Based on the above finding, the study hereby concludes that employee 

perceptions and their influence on training effectiveness to use new skills and 

the availability of resources are all thought to influence the process of training. 

Also, a well-structured training exercise will go a long way in influencing 

employees’ ability which will therefore translate to the overall objective and 

performance of the organization. 

The study therefore recommends that employees should be sensitized prior 

to training activity so as to direct and correct their impression, perception or 

thoughts towards the aim and need of the training. Management should also 

make clear and fair the selection process and also provide all employees’ equal 

opportunity of being selected for the training based on their individual needs. 

Also, training programmes should be spelt out in a simple and logical manner 

which must be adhered strictly to by the trainers as thought this will increase 

employees’ performance as well as increase in return on investment in human 

capital development. 
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