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AN APPMISftL OF'TRAINING AND 'DEVELClPMENT
C0NSTRAlNTScIN'SEL"ECmn'NiGERlANINDUSTRffiS

s.:-; /; 1 "" '. t .•... ''. "j ••:~,( ·~·h:· '0( , 1"- ', • t· _~;

\1/, ·••r ...-r ~ J"!-:'lIY,\r).',,/' i': 'd-\-;~" "...jL./i~ :~-,..;~q ';-.

Stilti'lJatiaita,tISIAKA' (PhiD)
Department:o!1Jusi1:re§Sq,:tlimffiSr'rafio ,flfflilll7!psitY ofi11'Ot..nn,Nigeria.

ABSrFRACT
qnjs, stu,dy~identijiedjal!II1I;.eS."t1rqiJ:intege;1!8?wilhltrliinihg' and- '
management dl?:\{~lop!!1ebtu'$iJ)gf<-y~lSel~JJ.,tt{iI,in4f!.$!rie~.·:in,
Nigeria as a case-study, Data was obtained from two, major
so~rc~s-J~1:imq~t1qt.8:q'i'~,~J~0!llgp! dat,f!:l!~spo~dent1.fl!!i'.
this ,stuilX w,ere selec!~'J lfSl't8,. slm2 e,..rqn,a~1J}~wn)frtg
"tethnique.~ 'in tiie stulty'fjz .·1rhMfch' 'lYiJtrUiri1en"1was
developed,' pretested 'and valiiIafM/1f5'Wa's;us~d~tb'identify
"'the' '<m1iIW )fJtiflfrem'"§L';~lfrJtli aiiUm' Yzhdi..' lmrillag'emenf>
develapments-inauganizations) 'PouT;Ipritreiplllrfac.toT,Sc-we:re
identified and built "into , th~tql.vr~tiql11J.qi1iil,',A-.I"o.tq/.,.,Qf190
copies of the: dl.lf~st{onnaire w,ere administered on the
em:pley,~/!s-~oi;1/}e. selected in4.ust,;jg~..{~~~cf/pi({$.>{9fthe
questiditiiaire were 1iowever~,co.mpi'eie(J:returned. and found
suitable for analysts: Data' 'a'ri! "tJreseidell in }lie form of
, tables showing frequencies and' percentages. Statistical
tlJ'ChntiJl.te,·usef.Viff,fanalYi;1tf.ltli.~llarliJlSJ!asr6n~ani1(irolJast'
non-parametric statistics ,called {iT-Test.The study. showed
.rhq! :t.her;tt,ar.ec:!as,t.l!!'.s·41!iJJ $inte..rfe.re'j~Ndl..hf·fr,airJing;,at:Uj
t!lanagem.~l}L-,,411.v-el9pm~nt.{J.as,e,1~'9.{lil~e,Jjnfi1:!~j.jt. ~as
recommended that- adequate attention IS paid to trainmg
and management development in te!7Ji~"of(he time it takes.
its' 'location. anw'work sthelltde; tfa/~l~g. should 'be carried
out away from the workinf.p1(;lce;o:pth:e~t;,iiiiieesj"training
and management development must-address the felt-needs of
the organization; training and management development
should be seen as critical aspects of human resources
management effectiveness; trgining, should be. seen as a
vital issue to both employersaritl employees; and
management development should be seen as a dynamic
process.
Key Words: Employee Jnterference, Training,
management development, Industry
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lntemational-Joumai 'ofAdministration,WiiI'Devetopm'Ent''StUdies~'Volwn'e l: Nuin'lie ; 2010

INTR(!)DTIGTI9N -';' ;
'The'frttainil1g rmit, in~"a,1 stice srthf"I>I:ogram, 4nde~~f~iidstlie

organizations strategic" otrectJonD-ancltanQ8esigrtand 'implement a creatiV~
way'otJmavingf People<ihi'tnat -tli:reetioft.Als'o 'the need to.Iook i ·b,nsiii~s.s
beyond th'e national boundaries' a ociRffiinK1~g~~trategica'lly'{fatve-~orce~}'miny
organfiatl:o'fiSl 'to ace 'fa":" tfaifttftg '!fuiHr:;" de\1elopmeqt ;':due . tentian.
Consequehfl·yttF'amihg'an crevel pnleh'naVi 'beebme-oiie 9f-in'e m .st critical
aspects1'ef> hU'mahVresddtce: inanageihent'etfectiveness. "f,e;':: 9. lre may
gro\Vito){fpdifit 'Where' they iarerr'r't!a. for [~S'p8nstDritf~s-o~~Ql1dtR~jt ~niti~I
assignment. When this happens, 'training and development' ~8esdirte
imperative. Training -and dbveIopmeht,l'; p';- n!:; primarily' ';cunceilied with
peep Ie, 'is, also 'concerned- wi t1~teC"Hnoty,.tfie' precis'e w~J'a~orgailli~ 'i)n
does businessJFraihing is conc'edieatwit'litthe- meet~ng betWe~ij''two<lf4R fk~to
organizational effectiveness, that is, people and technology. Shice an
organization can rarely secure people who are-a the time of emplpyment,
total-masters-of their:.unique 'requirein~t:its -orgaruzations need' a goodtraining
and' development 'programme. ;'{'-niihingf'changes uninformed employees"to
informed employee; 'training 'changes ufis1crUetior seniisKjIleo'werkers inio
employees-who can -do their assignetl-fasICs'jn"the~wa1''the 6~g:aniz~tidn;:watits
them -done into- workers wh()')d()l}1lii~gs:'the~~:ght way. Trainit'l-g and
development'could then be seen-as a ~tXtute'9f~ctivltfes aitned at improving
the performance of personnel' 'in orgaiiiiations' for the attainment 'of
continuous .improvement in productivity! 1To":Daniels(2003),, Trillhing should
notbe regarded 'as 'a luxurY'-toiOO''U~tlertiIcen'wherr"tiine in,tlotidgeps"alf6W.
Nor-is it wise to-think of training-as ir~m~a:ial~""3.sa matter oflsh6nng tip \ye~ .
employees'or-fixing problems. - , ~

Training' 'is'i.s'een as a' ibi!f)iSsue tOl"56~h~employers' ancLetnb1Qyees.
From a company perspective, traihingt··antl·:::dev~lopm~i1t· of c,Hinpiny
employees is essential" 'for -organizational operation, arrd~'orga:nizational
advancement, From' an employee perspective, these' same factors are 'fj:oUt
erucial and critical- for skill' deve'lopmeiit"a'ntl-Yforjcareerv~avaiicemeht. MaR
and Sockel (1'999) see retention of employees, and the retention o'f"'vaIUe'tl
skill sets', as being important for continued business achievements. 'TIre
successful retention of employees- tn"'view of) Cappelli (2000) leads -to
knowledge preservation withiri th~';6rgafiibti(m: Err1pldye~ 'umbver~IPa'"ieaB
to a loss of human resources weakeiun1fic15rnpetiti've'positions. Ata company
level, mechanisms that allow for and promote knowledge transfer amongst
employees can help minimize the effect of the loss of skilled staff to other.
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~n Appc04..ajofTrainjfl&~n4_.'JD.e--'JgJqpmenr.Constraints in<sei'ectedlNigerian./ndustries

companies. It is vital that managers as well as employees J: oepe)the~training.
NOth.tn~J?JJ~~ ~}V l.rm;ni~&:t~~.,J~sJ!J~ failure ofr~h~b~s f~~\l.nder~tandand
~~PJ??.ftit. ~~,wl¥. prql1}5?fr~n9:ne ¥ ~fEdmp!Q9~rS.O~ ar/gtieup';shpul~ also
r~eiy~plIlX t:r;~iniu~fPa. is.Pfo~t4C?d:;~~HQ~,qJ;imn~l<"group.-J~is.also-advisable
for sen~OI:.e.~~,l;ly..Y~ig.~.)f~~~~~J.at~g.~ailili,g, , _,. "
, ss : ~t is J~e .systeniatic traLnjpg If;lA -~eveI0,Bment -of I2~rS:(l)nI1e]on
co~~nuoJ;l§ b~isl.th~~ ca,]h~arne '(snth,~~":!Q~ality.of diuman reseunees, towards
hi~~ p~~uRti~.~ in ~~o~g~~<\~oJh~ml?fpy.e~ ~aining~n.4A.e?l~IQP)TI~m,~e
at tJ;W·--H~{¥th9-fepn)1~y~e;-i~mU~~!JPq.!'1pr~auct~N;J.ty;commitmsnt, monvation
and,growth., rt, _

, However, there are. Ja~~9rsr.~~~.·do interfere with- training. and
management development. The main focus .of this study is.therefore aimed at
identifying ,tl:tes~~t~~JQr~,usiAga.selectedindustries as a-case-study.
LITEtM. TURE_~XJE~

Con~eptofT~.llUng
One o~the potent, fa~tors..rni~ita~fh$.~g~strthe g09,d p~Iformance of

employees [s inadequate traiI1i~?i'TIt- ..~rl~n...established.fact ,th~t-tpO;-seriously
minded 0W~~3\~?1J-i~a~ be SF!ff~~'Qy,p~9P'lewith-expertise .and potentials in
the various d~s~~.ip'ljfie;ne¢de~fopits,JP.taLfunctioning simply by/recruitment.
It is the systematic trajn~n!L'ft1<!),~<?Nrl<?JVIlentof personnel .on continuous
basis that can barne~s -t~e tOJ:ni~n of human resources towards high
productivity in the organization. Training is usually aimed at solving
significant problems as we aresuppose to.use it.as a keyrequirement for
ensuring that any jraining which-takes.place is based on proper -analysis of its
contribution to the effectiveness ;a~4.If[fi~iency of an organization. Training
has been seen by scholars as an aid in adjusting.to work environment which
is_designed to.jncrease the c,~PJaci~of individual or group.incontributing to
the attainment 9f.the or~anizationaL,~o\aJ~i. . _. -

Training.according.to Cole.(1~9.?}wm be understood as .any learning
activity which is directed towards.the. acquisitionof specific.knowledge and
skills for the. p~J]P'9seof. an .occupation ortask, To.Cole, the f0CUSof training
is.the job or task. He gives examples.of training needs as. follows - the need
to- have efficiency and safety in tr.~f'...pp~r:ationof particular machines or
equipment; the need to have efficiency and safety in the operation of
particular machines or equipment .•.the. need for an effective sales force, and
the need for competent management.injhe organization.
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_ i;,To Ba~i9J<o..:,(,~996}"J.tr'!jfliJlgiSJoaJtlj@r-:g~qize(!t,proce'E:lureby wlt'ich
I~P.R~ 1~¥I\i(n,q\\fll1~ge finf:Jvpt:'1~¥iltJOt; ardefinite purpose, That' is it is a
p~~e~A tor, r~pipphig-i1 t!te:1 ~Rl~~,e,·"·,;!pan'icJ)l3J:ly.<,the" .nen•.managerial
~ml?IR~11es:.~i~h;§I1~ci~c-,.slci,U-s-.;J;nO\l¢)~~i€1.w/-of Jbfu;tIorig-! (l;999~.training is
ftir)~~y~!~!pat~9:!YHdiVgati~(l~f.~¢lt~y;oPt!thmil'gh~leaming wl{ren '@Ceutsas 'a
£~.~H~t.of t?ElI:~ath9&::jn~!rn9tioli)_JP~'.\'¢lQPU1entiand planners experience. In a
~~}~at~'YRrk,,'.!\ij:t~ ~l~~f)~s~e~;:t'tiftin~fas the-acquisition Q£ theteohnology
which permits employee to perform according to standard. fIe- then see
training as an ~~'p~rienc~na:Qi-s,:siP.llJ1<;5~Jdbs;ystematiGaction which causes
p~ople t~.ia~.Sl\\ir~Ine~ -:s~lJ~ <~t1~1~Q\VJedge rarrdrpredeterrrrinetl .behaviour.
~w;aGhu'!c-'Y(\,l,~1V.:8.8}...sees traiIiin~?~s,"Qrgaj1iza1!ion-effort. aimed-at-helping -an
employee ..tb.racqpir~ basic, skills-required for-the-efficient .execution of the
functions-for.whichjhe wasJ1i*d~'

In, his contribution, C;:~~,~i@;(~9&9,),sees, training as consisting of
planned programs .designed 40 iIPprove),peFfqmlfance at the individual, group
and/or; .organizational, levels, To Caseio.s-improved performance in turn,
impJ,~e~.tBf1! '~here have been.aneasurable changes in knowledge, skills
attitudes and/or, social behaviour.

Training in view of DeCeJiz0:.,:allaRobbins (1996} is a Jearning
experience in that.it seeks a relatively .perrnanent change in an individual that
will improve theraqilityrto,~eifo.xtn~n(W~JoJ>. Decenze-and-Robbinstypically
say training can _inyp!ve,;the. chal1ging,·!~f skills, knowledge, attitudes, or
behaviour, To ,them.,,i~ma~,.p:1eJm;,'(?Q.af:lgipg-what.employees know; how they
work, their attitudes toward lh~it;:-w~*,Ol' -their interaction with their
coworkers ,or supervisor. . ..

. Decenzo and Robbins(l9~~6) .see training as more vpresent-day
oriented, its focus .ison-individaals' currentjobs, enhancing those specific
skills and abilities to.lmmediately.perfomrtheinjebs. Fer.example according
to.them, suppose you enter"th~ Job;:mWket-.during--yoursenior year of college,
pursuing a job as an .Human-Resource Management (HRM) . recruiter.
Although you have a Business Administration degree with a concentration in
Human Resource Management, when .you are hired, some training is-in order.
Spe-cifically, you will need to· learn the company's Human Resource
Management policies and practices, and other pertinent recruiting practices.
This, by definition is job-specifictraining, or training that is designed to
make you more effective in yourcurrent job.

According to en.wikipedia.erg/wiki/Training, one' -can generally
categorize training, as' on-the-job or .off-the- job.,.On-the-jo_b training takes
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An Appraisal of~Trainlng-A.'rid'f.OevelbpmenteonStfliihU-ih Selecied Nigerian Industries

place in normal woeking., situation, using the -actual- tools, equipment,
documents or materials -that: tsainees wHkuset'when fully·trmned.0n-m~~j6b
training.has .a.-gener.al,reputatioB~a~m'Osl;effectiV~ for voeational work. ott-
the-job tl1)ining ,t¥es1ptaue away..·!fro 'nennlfl-"work situations; implying
that the employee -doesU;10t.cOtlnflas"t!aadi't~t1ylprt>auctive--workerwfiile' "'SllCI\
training takes .place. Off-thesjeb ;ttairlin: 0 :hasl the :advant'a'gh that it allows
people to get away. from away and ctortcentrate more thoroughly on the
training itself.

A critical look at alk the' selected- views on the concept of training
revealed that, they appearedto be saying the same thing what differs, is the
choice of words. Training is about' knowing where you stand at present, and
where you will, be -after some point of time. It is about the acquisition of
knowledge, skills and abilities through professional' development One' could
then say that the fundamental aimrof training is to help the organization
achieves its. purpose by adding value to-tits keY' resource - the people it
employs. That is training means :investing in- people to enable them to
perform better and to empower them 'to rnake- the best use' of their natural
abilities for overall effectiveness.andefficiency ofan organization.
Concept of Management: Development -

Management development is' self-development. Management
development is concerned with developingthe skills of the 'manager over his
or her career with the firm. No person-can actually develop another all an
organization can do is to-create the atmosphere -and- opportunity for people 'to
develop themselves. Management development lis a dynamic process, and
ideas and practices are constantly being challenged. It, is only continually
rethinking and re-examining management development provision, that
standards can be maintained. Banjoko (1996)seenhe word 'development' in
relation to 'the process of helping. managerial employees- who perform non
routine jobs to improve their management, administrative and decision-
making abilities and competence. To Armstrong (1999), management
development contributes to-business success by helping the- organization to
grow the managers dt requires to -meet its present and future needs. It
improves managers' performance, givesthern- development opportunities- ~and
provides for management ·succession.However 'Aina (t992) simply takes
development -as concerned with preparing the employees 'so that they can
move with the organization as it develops changes and grows.

In a similar work, Nwachukwu (1988)is'ees-'management development
as a process' that gets an employee ready for arise in the organizational
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hierarchy. ,~at(NwaGl1uklW.Q'tetfms"a 0's ls!simpfY\,>romotion.-Het'e rt~sfiould
be noted -that~·premotio!ll':igtvJ!~~a···ense eF~}'S~r'-fultl mtt.Jq·ria qts <dema:!
especially when one thinks Qltej{" 6nls,t: i'f).iJa~fl(!ct'~·.,;bne~~::,@gttj iEv8ry
organizationshoUld!:jdentffyan(!}~couFk.gt$'einplo 1eeS wff hia~ lttre potential
to contribute ,theitnquQt'a!:>i:J1'(th~rbrgil1niati'Ot111lfitPtb~scit!ieiy.,3s;'a whole. The
implication. of Nwa~hu~s)~sseftimi is?fRftf ~:Organl~ati,WC:hn' cehtibue to
survive and ,gEoWvin~(@Ur"tlisblramtd ~if.Vif6nfuen1h~t:-:fottets ~d"deveY@'its
managerial cadre.: IriithC':\f.ieW-ojD~( lt9'SS:Y,vde'~15pirierli-¥er~~s'to feaclling
managers and.professionals 'l1e-~ktnl tre~ll@(fiffiftJel111preseht1tfitlfufiite:jffi)s.
Employee development aelt0rdifig-rtelle'c~nz~ntl\! Robbtns{199'lf) ~y design,
is future-oriented ;amhmoreconte~ed . itl1'~1ftfdatron'trran .e1nWlo~eletraitrlng
. By education -we. meam that !emr>ttf), e (levelelmierit-'a~a\7itfus'! attempt "to
instill sound reasotring-processes.ttot etft1anc~t)i1etsv;aDiJlitftthifitlerst~(1' and
interpret knowledge, rather than imparting'ra obdy of facts bJ;' t~~cHfbg a
specific set of motor skills. Decenzo and Robbins therefore see 'oeveiqpment
as focusing more on the', empl€)y~~s} p€FS'0na:1 tgroVJtIl'.

Successful.employees . 'tepare'd ~"' os lion .ofireat~r' te-s~btisibility
must have analytic'a:l'rhum-a-nr06rlG~p" a: anti ~eia.ri:zect ski1rs~ey· should
be able to think and;utrdersfltinJ.~· --I' ihg~' er' 'e;'~C'artn<5t'overcome. an
individual's inability-to uhtl~s an~;'aus~-ancr-e«eC1 felatH5ri~rp~;' (Wto think
logically. As a result; IDec€'fiz6'Jl.:anH~'" RteoBifi\i;'sugges ?:ith~t "employee
development be predominantly l1iff\'etlm~afi6tf'prBces's''faffier than a thuhing
process. '..",.'~' ";$ O:i":'.v~ .1} ',t:. ,.

Manage:ment:developfi1enlq's"diVitl~a'intdJtwo 'patts..;'dl1~the~Job and
off-the-job. On-the-job is the development-of a mam(ger''s>aHfiitres,that take
place on-the-job: ~omm6n(":oapph)~tli€s''for oriUthe~Joo-'d~y~lbpIIieht are-
coaching; mentoring; job r6tattori/;$ima;1~b1rls'thtclr6h'-'tec1i'i11\I~e(~I'PJ:ort-
the-job takes 'place: outside.tffCi::1ndhDal.'\ot~iig"p'os~-eoffiInBn ·()ff.:the2job
approaches include sensitivity .tFai:Tiirii·trifisaefib~ar analysis; ~tectures; and
simulation exercises. ' .".!"

One critical component. of employee development cdilsider!!d' -by.
Decenzo and Robbins is that, all employees, at nOImatter-what level.ican be
developed. To them, historically; development was' reserved for potential
management personnel. Although it is critical fo{~it)diwdduals!tO:=betrained in
specific skills related to ..!llana~Jlg'ml{l% :pJ~I}DiDg;n organizinge, leading,-
controlling, and decision making, time has~t~~£ht!~s,tll<~t.the·s.e-.sk!HIs1lfe.also·
needed by non-managementpersonnel ,fn.t~.~S$f",Qf,..~o.r:.~'teams,jeaucti:ons"in
supervisory roles allowing workers to participate in the goals of their jobsr
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and, a;,:;ZRe~t~t"{eml?r-~s1:§{~~i~~~lltyllP~kcJlstemeFs;;fhave' eh-attge'd.'(fie1way
dev~J2pih~ ,einp\~~e~s ,is' viewefi.>A~c(jrdiil-gly'"organizatrens cnoworeqaire
new e.mpJoyee~ljj~~~s~J91q~.Jedg~and aj:>j:lities-.,

: A-~rit~c~,l,~~Y~¢\v.~qf. .the-~n...,-.m~ani,"gSi·i;ghv.enforvmanagemem
development .sh,~w.s:tl}~,tthe, essence pfi~fis.;that"1orgariizatioFls1want-to avoid
bei~~$7~~~ht badly \y;i,~~9q~c~n~€l~te~for-new jobs.er-witheut replacements
for ~~,;~SBPJ~W!J.9rAle,9;'lf~,~~t{4q~t;.lett f01n~~~er1idJbs,"rMana-gersHthat-can
contIii!?~~te,to l<?pg-rttrE,1f?Riec~~Jv~s~gm~)b,~ing1groorhed;jTlh'at'is .management
deVie,lo!?~f?pt,js;ral.~;~)I1ten:d.,~~,t91f(;~~~t'Qttg.r.e'-emptfp,~Iifor.m:an;ceidiffimrlfles
as well, .~~ :g~~1f4 to: ihW:v~l;Ilal>",car~yr{~~pjli(,itf0JiSlr~ID.eyel~pmerilltw(i)]ves
learnil1g, ~~~tIJ~oe~.\b~yo,nd,.to:c!~yr~~JpPl!iit-has. amore- Ieng=term focus.
Management cfev.elopm~nt js';bes~ q~s€l1ibed-as -the process nom' which
managers learn and j'mpfove,~heir skills-not ,only,t(j);@enefit.·themselves·but
also) ..l'u~ir,ernployingiorganizations-
METHODOLOGY

Primary data was obtained through the administration of
questionnaire to. .' ;fe~HqI}q~i~s,(rft~m.ta.~..seleetedt industries. .Personal
interaction was' al$:~?.'~~qtb~te1Se.~2fiQ,aIjY'ld~t~:>i:w~rei:s(!lurced;fI'Omr··published
materials, such a~ r~1~~edfJpu,~als;a!lg:(Q9~ok~;:." " - . ., i' : .

·Re~pon4r9~~.··~rie-,s~)yc}~a~~sin:&:si@,ptwraD'qomr.s~pling technique.
In th,e studY·;~;researc.~:::tnsti1lnl~tip'W\as.;d~y~lQPedtpretested' and\' validated,
Four principal ,(~ctQp,~,~e.J;'e.iAentifi¢d.~p.tl,built-into- therquestionnaire; A total:
of 190 copies of the questionnaire were administered to the employees of the
selected organizations and 162 copies' "'J1th~questionnaire were-returned and
found suitable-for an~l):s:is..., j . , ;'

Data are presented-Jn.the .fomyqy"tables .shewing frequencies and'
percentages, Pollowing.eaoh .table Isrhe-descsiptive analysis of. he' findings.
Statistical technique-used .in.anaLy~tng the data is a.strong and robust non-.
parametric statistics called.<3;.iT~st..Thy :.@~T.esti~·'used <to' -determine the

; _ ,t,'.· \. ,. Lt.,.. to".,.

relationship between dependent and independent variables in.the-hypcthesisr .
The general formula. f,Qr,xns
G= 2'! Oij -ln]~j/.Eij)

ij

Or simply G=2Btnxln(0'1E)']
Where In denotes the naturaPtbgafltHm:~lbg to':t.he base e) andthe sum is
agaiILtaken,over"all.nort-empty'leells. ;-;l ,-;;;,,: ,~ . .

This G-testljs"also sometinies',cal~edlilllog1!l11&lihood,tes't;oraIikelihood ratio
test. (.,'

•



As with mgst. test .statistics, the larger the ai'£fe'~ne"" w~ft afi.se,tN" !cinCl
expecteQ,ltt(Jat.gpl"ffie-test1;tatistic becomes; ':..t>(;l;n: "1'h'

Where~-' ',i" .r: ~'Ilr 'f1·";;.('.

n= the number of observation
0= ObserVia-ftequency
E=ExQCCt~(Ui~ uency
In=Naturalloganthm
E= Columns otar x Row Total,

.. t

ran Total
Degree of ,~om

I

r d:f:t(f-l){"c-n -
'_1..., ''l

where:-
r = number-of-rows
c-= number-of-columns

.1( ,

The level of significance 0.05 is used so as to be at -least 95% confident that
we2~e"rnalting;the,tight decision." Itrsti'tislr S; ~'. __rts.' ~~~liif69ti~ratio or
mafimuni1liI(ellhood' statistical signifi~~nee .•tes ~ --aretfnereaSin-<g-r"B€ing
used in situations where chi-square tests were previously recommended.

• * hr ( 'l l{ .... ,,,; i.> _.i' f.i.~il

DECISION RULE
'~ ~ aly..z!,ngthe data, the, f(),ll~~lng!e~i&n-ru.J~ stt!V~d.~ a'gl1i(ie'!"
Reject . the null hypothesisflfo) and .accept the alternative

___ ;~ bthesis(Hi) if the observed value of G is grea~r than tb:~:~ticat
..• value,
- .Accept the null hypothesis(Ho) and reject the J alternative

"hypolhesis(Hi) if the observed value is less than the critical vifue:'
The statement of hypothesis formulated for tI!.~sn,.~r-~are as

folffiwsf'-- - - .. ,""-
Ho: Tl)~.' ~entified factors do not interfere, with, .:tr:ainil!g~q4TIf! a~mel)t
developnien . r ';
Hi . " .8' identified factors interfere with ~Training and management
development;
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.~'nApptaisafiJf-:1lr.di1iing.~nd.G[j)eveIQpment '(iJl)nstrainrs'in!Selel:ted~Nig'"e);i'am1ildustt;es

RESUhIDSutM)tDIS@l!lSSI61N -, ,-1;:;",' -, . >,
This section.analyses thefindings.from a?Set':0f:dDneHundred and

sixty-twot 162) copies of questionnaires that were returned and found suitable
for analysis.

TableI: Distribution-ofRespoadents-by-Sex

Sex

78 ~'4ffiiS'-;

84 51.85

162 100.--n·

Male

Female

Sources Field Survey ,2009

',i , !

- .: - ~.... - " ..~, -
"'l~l~qIG";i: b~Mt;•.h.Sl-W~~j1f\~{>i9!1~?qfttt.w(;lli2,!~sH9n.d~N~.lf'h~.:..1l~e.:ma~es,

FeB¢~~n.'\1JgA,~~,~5~bw.llH~}~;~t~e~BRD9.~P~~w~s:females, r~Rr,e~~q!i,ngi5J .85%.
.Q!';')IJ.":;" '71-: ~.~. \J •.•...i('~.. ,~·:~~i,.,~;::l.:,.....·-"_ :-''",·',r;;.. ,

Table,2:- Distribution :o£,Respon~ent&.~yJndustry

Industrry Percentaget %)
",' "'-I s ·: f..:.: .

Banking

. ,;SoftIIDR,'nk ..•. ',..:r:

,I

, ,

t.' 36 12.22

Oil

TOTAL 162 100
Source: Field Survey ,2009
Table i shows the distribution of respondents by Industry.
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Intematlonaleloumal ofi-Adijlinislralion am/fDevelopnrenl Sltuiies-,,"Volwne I, NumIJer I. 2010

- , -. j .r, .-. u_. - -
Identified Factors ¥ES NO Total

e ~- . ...
Time it takes to 42 e 4~ I

train/iindergo
- .-- -management

Developmenj e-: ~ 1-· ,

I

Location of Training/ 30 10 40
management Development

. -

Lacktof time' to plan . , 30 5 .3.5.. ".. -- - .. .'

WqIzl,c·Sched~le 45 0 45~ -

TOTAL 147(90.7%) 15(9.3%) 162
Source: Field Survey ,2009

Tabl~;3- summarized the! reswns.es to! the questions as-re -whether the
identified": factors- 'interfere -'\vitn fi;~mnglmanagement developrneiit.
147(92.7%) of all~he.~espondents agreedjhat the ~~c~or~·iqentified;aJ.Aterfere
with training and management development programs.whilst only 15(9.3,.%)
said-no. .. - J

TESTING OF HYPOTHESIS
Ho: The identified factors (Time it takes to train/undergo management

Development, location of training/management development, lack of
time to plan, and work schedule ) do not interfere with Training and
management dezelopment.

Hi : The identified factors (Time it takes to train/undergo management
.Development, -location of trainillg/mapagement development, lack of
time to plan, and work schedule) interfere with Training and
management development.
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.,411APi':i4ii.(il'i,/:ri:altiingfi.iUJJDevelop'melit, Constt:aints_ in 'Selected Nigerian Industries

T-ablt}~;i.~~~~fBQY~!i~y~\Qj~ l"- j...l¥ <c• . ~
,

Id~ntHied Factors YES NO Total

Time it takes to train/undergo 42 0 42
management Development

Location of Training/ 30 10 40
management Development

Lack of time to plan 30 5 35

Work Schedule 45 0 45

TOTAL 147 15 162
Source: Field Survey ,2009

Table 5: Expected Frequency(Ei)

Identified Factors YES NO Total

Time it takes to train/undergo 38.11 3.89 42
management Development

Location of Training! 36.30 3.70 40
management Development

Lack of time to plan 31.76 3.24 35

Work Schedule 40.83 4.17 45

TOTAL 147 15 162
Source: Author's Computation 2009
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Table 7: The testing of hypothesis is carried-out here using the-G·Te~t ,
formulae as earlier on stated and explained. ' < ~.;

Oi - ,
OftEi hl€Pi~l:), .. 1r l'

.
~L- Er ( . '), •. Jl.

"
, .",,': I <pi/Elj f'-, ;r~8~rl'0;' .. ' 1'.10'2

.,
()~Q91 ,il 0'1442 ..

" J :1":1,:;

"" -" , , -..., I I, i ','" r ' ! .,' " ,), -.J

-- --
,f;

/
.. ? :; ..i .'. , 1t '.0 i!i~·3&'i1If.>, . .. .o.r· ~:I~" 0 ~. (i)~" 'J .--. : -

30 . ·36'3'< j..' 0.826 I· -O.191~' 'i' -:1.73 ' -..!o ;
r 1 ....

! J 1')< • -,

"
r

Q.99~
\

H) 3.70 2.703 . ' .. ,9t'Q4 r ...,
'11t ••~' 'I,

30 31.7 0.,R45 -0 OS:? r. -1.71
" ; t, ~ ,

6 ~,j~ . , ?.., , , r, '1

5 .3.24 1:543 0.434 , -'2.17 --
• i . \, . ",, ; =

40[8' 1.102 0~097 4.3'6~ !,

45 ,
3

-, '

f '<..

0 ' 4.17 0 () ,Q, ,~

Total . oJ, .131,}09
" "

~.' %
... ..-~, .,

I
i
I
\

Source: Authoris- Computatlnni2009 '
G = 2Lo., -In] Oij/ Ejj)

ij
Or simply G=2[[Oxfn(0/E)]
G=2[[Oxln(OIE)] = 2U3:109) = 26.218
Observed G = 26.218
d.f = (r-l)(c-l)

= (4-1)(2-1)
= 3x 1

Critical value is 7.815

, ", ,
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-An Appra;SlIl o/Ti"ailiiilkJt.nd'7J>evelopmlmt Constraints 'in':Selected Nigerian Industries

f,." ,,--'
DECISION ,~ "; " "
Prerrrthe-aboze, ~the-:-o~,s~rved-vatue'bf.1Ji:;"2o:tf8 l~ gi-ea~r than rthe crfii€al
value- .~5. As a result of this.fhe null hypothesis(lJe:) which states that "the
iden~ta4"act~r.sffiql~, it -takes-te-train/ ~dergo-llnV9~m nt Development,
locatiorsef trcpnmwmartagerpent development, lack 'If time to plan, and work
schedule ,dQ+IJotintetfer.e witlr Irainil}g...and-mana'pementdevelopment-" I is
therefore rejected, The alternative hypothesis(Hi) [which states "that the
identified f~~cJ~sQi~e it tak~!- to ,tr~i.yl!Ild~r.&Q.,IJ1ah~~mdnt Development,
locatlOn oftrammglmanagement development, lack .f time to plan, and work
schedule) interfere-with Training and m~nagement d~velopment" i accepted.
This means .that the identified factors(Time it, takes to train/undergo
management if)evelopment~ Location of Training! m nagement Development,
Lack of time to plan, Work Schedule, do really affect training and
management development)
CONCLUSION AND RECOMMEND~ TIONS

No matter the 'Way one looks at training anddeveloprnent, they
help employees to learn how; to use jhe reSOULc..~~in an approved fashion that
aBows-organization-to reach its desired output. Training is concerned with the
meeting between tw~' ~~p~ts ~~__or~~zati.onal. ~f!~c:E..v~n~.s~...!that. is J>eq~e
and technology:' Trammg arid management Oevelopment could then be seen
as a miJ.tl,lreof act~l'it\tt~ aimed at improving the performance of personnel in
orgariizations for the attainment of continuous improvement in.productivity,

It is seen from the study that training and- development are very
important in the any industry. However, these training and management
development programs .are not without their problems,

In line with the assertion made QY the Iiterature and .rhe evidence
gathered in the process of the study, the' followingrrecommendations are
made: ,- ",

1. Adequate attention is paid to training and management development
in terms of the time it takes, its location, and.wonk schedule. '

2. The training should be carried out. away from the working place of the
trainees- this will minimize the 'chance of work related interruptions.
The trainees will find it easier to concentrate on the training that is
taking place there and then. Here off-the-job training method is being
recommended.

3. Training and management development must address the felt needs
of the organization especially as it relates to effectiveness and
efficiency in concrete terms.
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