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ABSTRACT 
This Study examines the impact of training on growth and development of 
organizations. The main objective of the study is to evaluate the relationship 
between training, growth and development. Every organization regardless of size 
and segment make effort to train its’ workforce in order to enhance growth and 
development. Training exists in organizations in different ways and workers are to 
be adequately trained to be productive if the organization will survive and reach 
enviable heights. The problem that prompted this research is based on the fact the 
some employees of Kogi State Internal Revenue Service were laid off due to lapses 
in carrying out assigned duties. The validity of the instrument for collection of data 
confirmed was approved by my supervisor. The reliability of the instrument 
(questionnaire) was measured using test retest method and Pearson Movement 
correlation was used to compute the r and 0.75 was obtained. Data for the study 
was generated through primary and secondary sources. Survey was carried out 
using five hundred (500) respondents randomly selected from Kogi State Internal 
Revenue Service of 1008 population. The validity of data generated were tested 
using descriptive findings revealed that training contributes significantly to 
increase in employees’ performance, productivity, employee’s continual loyalty 
and dedication to work and growth in the financial fortunes of the organization. It 
was therefore recommended that organizations, institutions and government 
should ensure that effective training is implemented in the affairs of organizations 
and corporate bodies to make for continual growth and development.  
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CHAPTER ONE 

INTRODUCTION 

1.1 Background to the Study 

The Study analyses the impact of training on organizational growth and development 

with a particular reference to Kogi State Internal Revenue Service. Organizations and 

corporate institutions have been said to put in or spend large sum of money annually 

on training for growth and development of their staff. It is usually expected that these 

levels of financial outlay should pay off handsomely in the area of enhanced 

productivity of employees. It should however be noted by executives of organization 

that trading activities is a continuous process in terms of accomplishing the objectives 

of improved productivity. Any employee who does not have and has not perceived 

adequate training before being assigned to responsibilities, lacks the necessary 

confidence with which to carry out the job. Every employee should be helped to grow 

into more responsibilities, by systematic training and development. It is only then that 

an employee will have some confidence in carrying out the responsibilities of the job 

(Stone 2012. Because there is a belief by an employee, that she knows what is 

expected of her on the job, and because she believes she can do the job, her 

enthusiasm on the job increases. Individual who lack training, tend to stick to what  

they were taught on their first attempt as workers. It could be rightly assumed that an 

increase in expenditure on training all things being equal, will be followed by a 

corresponding increase in employee productivity. In other words, there should be a 

positive correlation between training and employee performance (Banjoko 2013). 
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There is a general notion that organizations spend large sum of money annually on 

training of their staff: and that the huge sum spent all go down the drain. That is, that 

there is no noticeable impact on the part of the employees and that the money spent 

end up as wastage. This research study is therefore expected to produce a clearer 

picture about this notion and to clear the notion off individual minds. As noted by 

Gomez Luis, David Balkin & Robert Cardy (2012), “ Development is an effort to 

provide employees with the abilities the organization needs now and will need in 

future”. Nothing can be more absorbing than for an enterprise to assume 

responsibilities for the training of a man. The responsibility rests with the organization 

and individuals’ ability and effort. Every manger in a business has the opportunity to 

encourage individual self-development or to stifle it, to direct or to misdirect it Delery 

& Doty(2014). 

The kind of training course provided must be suited to the types of work to which the 

trainees are to be filed. The areas of great concern to the researcher and the questions 

to be looked into are: does training have any significant impact on the performance of 

the employees of the organisaiton? Is it worth the effort? Is it truly a waste of 

corporate funds down the drain? What role then does training  play in achieving the 

targeted level of performance of the organsation? 

1.2 Statement of the Problem 

The importance of training in an organization cannot be over-emphasized. Training 

has a distinct role in the growth and development of an organizational goal by 

incorporating the interest of the organization and the workforce (Stone 2012). It is 

further worth noting that while much is known about the impact of training in the 

developed world, studies of issues related with training in less-developed countries 

like ours are rarely found. The existing  
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studies in this field have taken a general human resources management focus creating 

a gap on issues which as the effect of training and development on employees 

performance. This research is to look into the problem associated with inadequate 

compliance of some staff of Kogi State Internal Revenue to training which leads to 

lack of productivity and effective performance of duties. However, similar researches 

have been carried out in this field of study but none have been carried out in Kogi 

State Internal Revenue Service Kogi State, Nigeria which this researcher intends to 

cover. 

1.3  Objectives of the Study 

The general objective of this study is to analyse the impact of training on 

organizational growth and development with a particular reference to Kogi State 

Internal Revenue Service. The following specific objectives also follow in this 

research work: 

i. To examine the extent to which training affects performance in Kogi State 

Internal Revenue Service. 

ii.  To examine the extent to which training affect productivity in Kogi State 

Internal Revenue Service. 

iii. To observe the level of impact training has on employee’s commitment. 

iv. To examine and review the impact of training on the growth of an 

organization. 

1.4  Research Questions 

The research questions addressed in this study are highlighted as follows: 

i. To what extent  does effective training affect performance in Kogi State 

Internal Revenue Service? 
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ii. To what extent does training affect the level of productivity in Kogi State 

Internal Revenue Service? 

iii. To what extent does training affect employees’ commitment to realization 

of the organisational objectives in Kogi State Internal Revenue Service? 

iv. To what extent does training influence growth in an organization? 

1.5  Hypothesis 

The alternate hypothesis represents the positive hypothesis (H1) and the null 

hypothesis represents the negative (H0). The following hypothesis is based on the 

research questions. 

i. H0: Effective training does not have significant effect on the organizational 

performance. 

ii. H0: Training does not have significant effect on productivity. 

iii. H0: Training does not increase employees’ commitment in an organization. 

iv. H0: Training does not influence the growth of an organization. 

 

1.6  Significance of the Study 

In human resource management, human resource development is a dynamic area. 

Consequently, the literature is filled with activities that can bring about changes in 

the employee’s ability to perform better on the job therefore: 
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The reason for this research study therefore is hinged on the desire of the 

researchers to step up employee performance through effective training in policy 

formulation and human resources management to ensure efficient operation and 

target realization. 

The study is as well expected to be of immense benefit to the government as it will 

lead to provision of social amenities through increased revenue generation and job 

creation for its citizenry. 

1.7  Scope of the Study 

In a bid to keep the project within a manageable limit and in view of the limited 

resources available, the researcher has localized and confined the study to Kogi State 

Internal Revenue Service. 

1.7 Limitation of the Study 

In carrying out this research work, the researcher made use of primary and secondary 

data that were available at her disposal. Consequently, these data are sufficient to 

make relevant and useful findings on the topic subjecting it to some statistical tools. 

 

1. Operational Definition of Terms 

a) Training: Refers to the process of imparting specific skills. 
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b) Development: Refers to the learning opportunities designed to help 

employees grow. 

c) Performance: the accomplishment of a given task measured against 

present known standards of accuracy and completeness. 

d) Employee: This is a person who is paid to work for an organization or 

business enterprise. 

e) Recruitment: The process of searching for prospective employees and 

stimulating them to apply for job in organization. 

f) Coordinating: The process of harmonizing both human and non-hum 

resources to achieve the corporate goal of the organization. 

g) Courses: This is a programme specially designed to educate on some 

certain thing. 

h) Effectiveness: having an effect, able to bring about intended result 
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CHAPTER TWO 

REVIEW OF RELATED LITERATURE 

2.1 Introduction 

The study anlyses the impact of training on growth and development of workers 

performance at Kogi State internal Revenue Service. In this chapter, the researcher 

will consider previous works that are relevant to this study conducted by various 

researchers. This chapter will be broken into relevant headings and sub-heading: Brief 

history of Kogi State Internal Revenue Service. Training and its process, types of 

training, importance, evaluation and necessary steps taken in evaluating training. It is 

very important to also define the key concepts used in this study which are training, 

growth and development. 

2.2 Brief History of Kogi State Internal Revenue Service 

The inception of Kogi State Internal Revenue Service can be traced back to 21st 

August, 1992 when the State was newly created. The milestone achieved include: 

awakening the tax cultures of the citizen through enlightenment campaign in local and 

English language both in print and electronic media with creation of massive 

awareness in the state, automation  of tax collection and reporting system to block 

revenue leakages, activation of dormant revenue items previously uncollected in the 

state such as consumption tax, telecommunication tax e.t.c introduction of regulation 

on stamp duty which is prerequisite for state to enjoy full opportunity provided by 

stamp duty act . The gazette regulation have been circularized to all corporate 

organization, business and associations that will be a collecting agent. Introduction of 

Tax Audit Monitoring Agent (TAMA) which hitherto is none existent in the defunct 

Board of Internal Revenue. Restructuring of the Kogi State Internal Revenue   
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Service Management structure by creating the following department which previously 

non-existence:  Legal, ICT, Administration/corporate departments. Sponsoring an 

executive bill on Revenue Harmonization which is critical in addressing revenue 

leakages, multiple taxation and increasing revenue collections for the states. 

2.3 Concept of Training 

Trading refers to the process of obtaining or transferring knowledge, skills and 

abilities needed to carry out a specific activity or task to a person or group. Therefore, 

benefits of training both for employer and employees are strategic in nature and hence 

much broader. In order to meet the current and future challenges of our business, 

training assumes a wide range of learning actions, ranging from training of the 

employees for their present tasks and more so, knowledge sharing to improve the 

business horizon and customer’s service. Training typically focuses on providing 

employees with specific skills and helping them correct deficiencies in their 

performances (Gomez et al 2012). It also focuses on their career development, thus 

expanding individual, group and organizational effectiveness. A comprehensive 

training and development program helps in deliberating on the knowledge, skills and 

attitudes necessary to achieve organizational goals and also to create competitive 

advantage (Michael, 2011). 

In fact, in the start of the twenty-first century Human Resource Managers have opined 

that one of the main challenges they are to confront involves issues related to training 

and development (Iftikhar Ahmad and Sirajud Din, 2009). Development is an effort to 

provide employees with the abilities that the organization will need in the future 

(Gomez et al 2012s).    
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Human resources is very important and backbone of every organization and it’s 

also the main resources of the organization. So organizations invest huge amount 

on the human resource capital because the performance of human resource will 

ultimately increase the performance of the organization.  Performance is a major 

multidimensional construct aimed to achieve results and has a strong link to 

strategic goals of an organization. Performance is the key element to achieve the 

goals of the organization so to performance increase the effectiveness and 

efficiency of the organization is helpful for the achievement of goals. It is very 

necessary for the organization to design the training very carefully (Michael 2011). 

The design of the training should be according to the needs of the employees. 

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

the employees as well as to the organization always get good result (Partlow 

2010). Training design plays a very vital role in the employee as well as 

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

and money. 

To implement the study following dependent variable (DV) and independent 

variables (IV) are shown in the conceptual framework. The training is the 

independent variable and organizational performance is the dependent variable. 

These two variables have been chosen to see the relationship between these 

variables i.e to see the impact of Training on the organizational performance. A 

typical organizational training process appears thus: 
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THE TRAINING PROCESS 
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greater ability to withstand market fluctuations, an increased survival rate, greater 

profits, and increased prestige for organizational members. Many small firms desire 

growth because it is seen generally as a sign of success and progress. Organizational 

growth is, in fact, used as one indicator or effectiveness for small businesses and is a 

fundamental concern of many practicing mangers (Anderson 2013). 

Growth, however means different things to different organizations. There are many 

parameters a company may use to  measure its growth. Since the ultimate goal of most 

companies is profitability, most companies will measure their growth in terms of net 

profit, revenue and other financial data. Other business owners may use one of the 

following criteria for assessing their growth: sales, numbers of employees, physical 

expansion, success of a product line, or increased market share. Ultimately, success 

and growth will be gauged by how well a firm does relative to the goals it has set for 

itself. 

2.5 Concept of Development 

Development is the process of helping corporations/organizations improve through 

change in policies, power, leadership, control or job redesign Banjoko (2013). 

Development is a continuous process based on managing future change based on 

diagnosis, planning and evaluation. This explores organizational climate, 

organizational culture and organizational strategy, the three main sections of 

organizational development theory.  Organizational climate has a big impact on the 

organizational development process. Organizational climate refers to the overall mood 

of the company due to employee attitudes  and beliefs. The mood or personality of the 

company can drastically affect employee satisfaction, motivation and productivity. 

The elements of organizational climate that can be cultivated and changed if   
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Some of the credit is usually attributed to good organization. It is widely assumed that 

the design of organization has an effect on performance. A decline in performance or 

a change in the condition(s) affecting performance therefore provides prima facie 

reason(s) for considering making changes to organizations. Ultimately, mangers and 

organizations are concerned with performance of an employee on his jobs. 

Stone (2012), noted that employee behaviour and performance is partly determined by 

abilities/skills and effort. Effort is the motivational component of behaviour, and is in 

turn determined by the interaction of perception, learning, personality and motives. 

Abilities and skills are influenced by learning and personality. 

Organizations spend huge amount of money annually on training employees and the 

essence of such investment on employees is to improve the employee knowledge and 

performance on the work and achieve organizational goals better than the competitors. 

Employee performance depends on many factors like job satisfaction, knowledge, 

motivation and management but there is positive relationship between training and 

performance (Stone 2012). 

2.7 Relationship between Training and Productivity 

The Essence of training in organizations is to see how best employees can improve 

their productivity to ensure that organizational goals are achieved effectively. 

Enhancing  productivity calls for proper and efficient management of both human and 

material resources of the organization Blanchard N.P & Thacker J.W.(2012). Most 

managers recognized training as effective tools in achieving productivity. It is well 

known fact that organizations always focus and point those activities and programs 

that can help in the achievements of the objective for which such organizations were 

established. 
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It is important that every organization should have a well trained and experienced 

workforce to carry out the various tasks and responsibilities to achieve organizational 

goals and objectives. 

2.8  Relationship between Training and Employee’s Commitment  

Training is an incentive or panacea for employee’s loyalty and dedication to work in 

an organization as it triggers confidence for individual growth and sustainability. 

According to Anderson 2013, the prominence of training is twofold. From an 

institutional perspective, employee training is important for both organizational 

operations and organizational advancement. From an employee stand point, training 

and development undertaking are vital for both skills development and career 

advancement. Absence of trained and skilled employees has prompted organizations 

to inquire methods of retaining their educated and skilled employees. However, that is 

why most organizations’ thinking is focused on improvement of their training and 

development initiatives and investment to be employee friendly. Imperative to stress is 

that training investment receives direct return in the form of improved staff stability 

and commitment in an organization Partlow (2010). 

2.9 Relationship Between Training and Growth    

Training leads to increase in sales and high profitability which is evident through 

steady expansion and availability of all the required resources needed in an 

organization. This also leads to having a high competitive advantage and market share 

which results in rapid growth in an organization Deming (2011). Organizational 

growth can best be accomplished through training using scientific tools, processes and 

effective human resources tools. But more than just the tools, nothing beats good 

working relationships in the work place. 
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2.10 Theoretical Framework 

In this section, the theories that are related to training will be discussed. The theory of 

social learning best suit this study as according to Micheal (2011),  it contends that 

this type of learning deals with observational learning which is associated with the 

understanding of different human behaviors. It also emphasizes that if training is 

carried out effectively, it will lead to improved production of quality goods and 

services, loyalty and dedication of employees and target actualization. Successful 

organizations of today have build their human resources work force over the passage 

of time. There is no doubt that this work force is highly valuable asset for any 

organization and the only possible way to build work force is training and 

development. There are several theories which emphasize on the importance of 

training and development in the organization and provide different alternative 

methods of training and development. A discussion of four major theories of training 

and development according to Stone (2012) is given below: 
 

Theory of Reinforcement 
 

This theory emphasizes on the learning behaviour of a person and suggests that the 

learner will repeat that behaviour which is attached with a positive outcome or result. 

Skinner, an economist of behavioral school of thought, proposed the theory of 

reinforcement and suggested that the training and development programs should be 

aligned with the organizational objectives and a positive outcome should be expected 

with such training and development programs. Further elaborating this concept 

suggested in reinforcement theory, it can be argued that there are several techniques 

available in human resource practices which can be associated with the training and 

development programs and the required suggestion by this theory can be fulfilled. 

Different types of rewards in the form of bonuses, salary raises, promotion and 

awarding of certificate after the training program can   
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be associated with the training and development activities and these rewards will 

definitely generate a positive outcome. If this is done by an organization then 

according to the Skinner’s theory of reinforcement the trainee i.e. the employee 

will show more interest in the training and development programs held by the 

organization. 

Theory of Learning Types 

The theory presented by Michael (2011) emphasized on learning of intellectual skills. 

These are such skills which are found rare among the persons. He suggested by 

different learning types in his theory and each learning type contains some external 

and internal conditions. The five categories of learning which Michael defined in his 

theory include intellectual skills, verbal information, attitudes, cognitive strategies and 

motor skills. 

Theory of Experiential Learning 

Experiential and cognitive types of learning are differentiated by experiential theory 

of learning presented  by Thomas(2014). According to Thomas, the wants and needs 

of the learner are addressed by this type of learning. Experience gives the person a 

maturity and increases the learning power along with the knowledge. Due to the 

personal involvement, the learner is able to conduct a self-evaluation test, which 

allows him to understand the effect of learning on his/her attitude.  

Theory of Social Learning 

Social theory presents a new view of learning i.e social. According to the presenter of 

this theory, Micheal s(2011), direct reinforcement cannot address all types of learning. 

Hereby direct enforcement means the training and development programs that is 

organized to enhance the skills. According to this theory such programs cannot 

address all learning types 
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as there are some social elements which cannot be taught. Those elements are learned 

by the learner from his/her surroundings. Such type of learning is called observational 

learning and this learning defined in this theory is through observation. In an 

organization the environment and the surroundings plays a very important role. The 

environment should be very professional and the surroundings should be in such a 

way that the people (employees) learn from them. This theory also suggests that it is 

not necessary that the behaviour is changed after learning something. It is expected 

that a person’s behaviour changes after learning something, but it not in all cases. 

Furthermore the theory also explains about the mental states which plays a vital role in 

learning process. If the mental status of the person is negative regarding any learning 

activity then he will not take part in that learning process and even if he is forced to do 

so, he will not gain any positivity from that process. In organizational training 

programs the mental state can be made positive regarding the training and 

development programs by associating the rewards and benefits with such programs 

which will  motivate  the employees and help to build a positive mental state. The case 

company also follow this theory as it allows the employees to learn from the 

surrounding and provides an environment where they can learn from their 

supervisors/managers and co-workers. Conclusively, the theory of social learning was 

used for this research work as it presents some social elements which are learned from 

the surrounding through observation. 

 

2.11 Objectives of Training 

As management functions, training and development have particular and general aims 

they seek to achieve. Ayan (2006), put forward the major purposes of training as:   

i. To improve performance deficiencies; whether current or anticipated, that is 

the result of the employee’s inability to perform at the desired level, thereby 

enabling   

  



29 
 

employees to be much more productive. Training for performance 

improvements is particularly important to organizations with stagnant or 

declining rates of productivity. Training is also important to organizations that 

are rapidly incorporating new technologies and consequently increasing the 

likelihood of employee being obsolete. 

ii. To make the current workforce more flexible and adaptable. If an 

organization can increase the adaptability of its workforce through training 

and development, it can increase the adaptability of the organization is a 

good place to work. Increased commitment can result in low turnover and 

absenteeism, thus increasing an organization’s productivity.  

Anderson (2013) has stated that the fundamental aim of training is to help the 

organization achieve its purpose by adding value to its key resource-the people it 

employed. Training means investing in people to enable them perform better and to 

empower them to make the best use of their natural abilities. The specific 

objectives/purpose of training to Anderson includes: 

i. To develop the competence of employees and improve their performances. 

ii. To help people grow within the organization in order that as far as possible, 

its current and future needs for human resources can be met from within 

iii. To reduce the learning time from employees starting in new jobs on 

appointment, transfer or promotion, and ensure that they become fully 

competent as quickly and economically as possible.  
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Thomas (2014) in his own contribution observed that the word training in the concise 

oxford dictionary suggests “the process of bringing a person or animal to a desired 

state or standard or efficiency, etc, by instruction and practice”. According to Thomas, 

the aim of training is therefore to provide employees opportunities for `acquiring and 

developing desired levels of knowledge, skills and attitude which they should possess 

in order to perform their duties effectively and enhance their prospects for career 

development.  

Result-oriented training plans should relate to manpower plans which should in turn 

relate to decide corporate plans.  

2.12 Importance of Training 

 All training efforts are geared towards reducing incidents of substandard 

products. Flynn (2011:35), in their joint efforts and contributions towards reinforcing 

the overall objectives of training, have stressed that the benefits of training include:    

i. Increased employee performance and satisfaction  

ii. Less waste and spoilage  

iii. Lower absenteeism and turnover  

iv. Improved methods and systems  

v. Increased level of output and services 

vi. Less supervisory burden  

vii. Lower over time cost  

viii. Lower machine maintenance cost 

ix. Fewer grievances  

x. Lower personal injury rate  

xi. Better communication  

xii. Greater employee versatility 
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xiii. Greater cooperation  

xiv. Improved morale  

From the discussion on the various objectives of training, one can conveniently infer 

that training contributes immensely to employee performances by way of sharpening 

the skills, knowledge and attitudes of employees which lead to positive job behaviour 

at work place.  

 

2.13 Types of Training  

The focus here is on the types of training that are commonly used in today’s 

organizations such as on-the-job training, off-the-job training, basic training and 

induction/orientation. Others include: skills training, cross-functional training, team 

training, creativity training, literacy training, diversity training, ethic training and 

customer service training (Gomez et al 2012). 
 

i.  Induction or Orientation: According to Wilkinson (2004), “ The need for 

induction training arises when an individual faces new employment 

situation”. This can also include situations where change takes place within 

the organization. It is literally an ‘Introduction to the organization, its 

people and methods of working’. 

ii. On - the Job Training: This takes place in a normal working situation, 

using the actual tools, equipment, documents or materials that trainees will 

use when fully trained. On-the-job training has a general reputation as most 

effective for vocational work. 

iii. Off-the-Job Training: Takes place away from normal work situations-

implying that the employee does not count as a directly productive worker 

while such training takes place. Off-the-job training has the advantage that 

it allows people to get away. 



32 
 

from work and concentrate more thoroughly on the training itself. This type 

of training has proven more effective in inculcating concepts and ideas. 

iv. Basic Training: This training takes place in a formal educational setting. It 

refers to knowledge, skill and abilities acquired in institution of higher level 

under this, an individual usually enroll for a programe in a particular field 

which lasts between four and five years, trained meticulously and thereafter 

graduate and be employed based on the skill acquired. 

v. Skills Training: The process is fairly simple. The need is identified through 

thorough assessment. Specific training objectives are generated and training 

content is developed to achieve those objectives. The criteria for assessing 

the training effectiveness are also based on the objectives identified in the 

assessment phase. 

vi. Cross-Functional Training: Today’s organizations are emphasizing 

versatility rather than specialization; hence cross-functional training teaches 

employees to perform operation in areas other than their assigned jobs. 

vii. Team Training: This has become increasingly popular especially among 

managerial and supervisory employees. Team members are trained in 

communication skills in both speaking and listening which encourage 

respect for all team members which will enable them  to work harmoniously 

in order to achieve the organizational objectives. 

viii. Creativity Training: Here, training is based n the assumption that 

creativity can be learned and developed. There are several approaches to 

teaching creativity, all of which attempt to help people solve problems in 

new ways. One common  
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approach is the use of brainstorming, in which the participants are given the 

opportunity to generate ideas which will be evaluated and corrected 

accordingly. 

 

ix. Literacy Training: The term literacy is generally used to mean the mastery 

of basic skills- that is, the subjects normally taught in public schools 

(reading, writing, arithmetic and their uses in problem solving). The 

abilities to write, speak and work well with others are critical in today’s 

business environment. 
 

x. Diversity Training: Ensuring that the diverse groups of people working in 

an organization or corporation get along and cooperate is vital to 

organizational  success. Diversity training programs are designed to teach 

employees about specific cultural and sex differences and how to respond to 

these in the work place. 

 
 

xi. Crisis Training: Unfortunately, accidents, disasters and violence are part 

of life and can wreak havoc on organization yet many are ill prepared to 

deal with such tragedies. Crisis training focus on prevention of such 

occurrences. The prevention training often include seminars on stress 

management, conflict resolution and team building. 

 

xii. Ethics Training: It is seen as a key tool to maintain and improve the level 

of ethics in an organization. 

 
 

xiii. Customer Service Training: Organizations/corporations are increasingly 

recognizing the importance of meeting customer’s expectations. In addition 

to establishing philosophies, standards and systems that support customer 

service, organizations also provide customer service training to give 

employees the skills they need to meet and exceed customer’s expectations. 
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2.14 How to Measure Growth 

There are many more tangible parameters a corporation or an organization can select 

to measure its growth. 

The most meaningful yardstick is one that shows progress with respect to an 

organization’s stated goals as in the following examples. 

2.14.1 Number of Employees 

Some people boast of the number of employees in their organizations or departments. 

Employees cost money.  A better employee-based measure of growth is change in 

corporation or departmental revenue or profit generated per employee. This becomes a 

valuable measure of increasing (or decreasing) productivity, rather than a measure of 

labour and salary expense. 

 

2.14.2 Revenues 

Every business magazine or newspapers describes a company or corporation by its 

revenues. Although this is probably the most commonly cited measure of corporate 

growth, the pitfall of relying on gross revenue or gross margin as a measure of growth 

for an organization is that it completely ignores the expenses associated with 

generating those revenues. Greater revenues do not necessarily mean greater 

profitability. In periods of very  quick “growth”, expenses can spiral upward and out 

of control leaving a company strapped for cash and facing an uncertain future, at best 

Gomez et al (2012). 

More useful, revenue-based measures of growth are increases (or decreases) in net 

profit or net margin. These methods account for the expenses incurred in generating 

revenues for  
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 the  firm and identify the portion that is truly added to the bottom line. Special 

anlyses of profit margins include calculating the return on investment (ROI), either for 

the company as a whole or for individual units or product lines. ROI tells management 

whether the profits being generated are enough to compensate for the opportunity 

cost, the risks, and the time value of the money that the company has invested to 

produce those profits. A related metric is Return on Assests (ROA), which evaluates 

profit against the value of all the Assests (capital, plant, equipment, etc) the company 

has channeled into generating its income. 

For many companies, especially publicly held ones, the ultimate measure of growth is 

the creation of wealth for owners/investors. While net profits are in indication of 

wealth creation, companies (or their observers) may scrutinize their finances further to 

determine whether they are actually generating an economic profit, or a profit that 

exceeds the implicit cost of the capital invested in them. It is only after the cost of 

capital is met that the company may be said to create new wealth. This growth may 

also be expressed in terms of market value added, a more direct measure of 

shareholder wealth creation. 

2.`5 How to Measure Development 

Meaningful measurement works with organizations to help them maximize their 

resources and human capital. Our team approach ensures a wide and fresh perspective 

that benefits the company. Strong systems require adequate financing, competent 

leadership, trained workers, reliable information systems, a network of facilities and a 

supply chain of commodities that can deliver optimum outcomes for people. Measure 

evaluation provides expertise in organization development(OD) to assist organizations 

to build their capacity to provide essential components of service delivery. 
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2.16 How to Measure Performance 

An organization’s performance can be determined in terms of its return on investment, 

profit and growth Gomez et al 2002). Individual performance is determined in terms 

of improvement in his work. An employee is said to be performing when there is 

increase or improvement on his job. For instance, in the number of units produced, 

sales volume etc. an employee is said to be performing when he is finishing or has 

attained full accomplishment of the tasks required of him, with reduced time and at 

the same time achieving the targeted objective of the organizations. 

2.17 Improving Individual Performance 

There are other factors or indices which equally affect employee job performance. 

These factors include motivation, job design, promotion, co-operation between others. 

Delery et al (2014) concluded that performance is a function of ability, motivation and 

organizational co-operation. If any of these three factors is negative, then performance 

will not be good. They went further to say that job performance is the resultants effect 

of a person, his or her job behaviour, the superior and the organizational and external 

environment. 

2.18 Recruitment and Sources 

Recruitment and selection may be done internally or externally, some organization 

prefers to recruit and select from within in order to boost employee morale, loyalty 

and motivation (i.e. internally). Other prefer to recruit externally to prevent inbreeding 

and to encourage new ways of thinking. The caliber of employees of the organization 

determines the type of training design that will be needed in an organization or 

corporation, induction or  
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orientation is the type of training carried out in organizations to acquit new employees 

with the work ethnics or rules and regulations of the organization. 

Although requirement policies vary from within considerably from one organization 

to another, the general rule is to promote from within whenever anyone in the 

organization has necessary and required qualifications for the vacant position. 

 

2.18.1 Internal Sources 

Recruitment can be done within the existing labour force of the organization which 

can be through promotion or transfer. We may review personal records including 

performance evaluation reports with a view to determining which current employees 

deserve promotion. Some organization expands this basic practice by announcing all 

job vacancies on the organization’s bulletin boards which specifies the job title, rate of 

pay and qualifications the employee must possess. 

 

2.18.2 External Sources 

Recruiting new people from outside the organization are always costly initially.  

 

External sources may include: 

i. Public employment agencies such as public service commission  

ii. Registered private employment agencies 

iii. Inserting advertisements in the national newspapers, television or radio 

iv. Professional associations including the ex-servicemen’s association  

v. Contact with the technical and trade schools, colleges and universities 

vi. Labour Unions 
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vii. Management consultants 
 

viii. Introduction through friends  
 

 

2.19  The Selection Process: Selection is a matching process. The ability and 

potential of an interview need to be matched against the requirement and rewards 

inherent in a particular job. The stages involved in the selection process include the 

following: 

a) Job Description: This is also instrument that would aid any employer in the 

selection process. The description of the job should be known. What does the 

job entail? Does it involved sitting and writing or moving from one place to the 

other? Is it a kind of job that involves attending to consumers? 

b) Person Specification: Specify the kind of person that is required to do this job, 

so that the selection office can know who is best to select. Some jobs are very 

strenuous and tasking and hence require a person who is strong, healthy and 

well built to do it. Also, the person’s qualifications must also be specified. 

c) Application form: This is the paper selection. It has to do with sorting of 

original letters of application. Most of the time, the letters are separated into 

three files-one of unsuitable applicants, another for those applications seem 

worth pursuing and the third for doubtful candidates. 

2.20   The Selection Interview: Only those who appear to be most suitable will be 

invited to an interview stage must involve the department, division or section 

where the applicant is likely to work. Selection interview has been described 

as “conversation with a purpose” (Ayan 2006). It enables the selector to find 

out the best, first for his job specification and it enables the job seeker to know 

more of the organization. 
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It also enables the employer to discover more dimensions of the candidate so as 

to confirm and reinforce earlier impressions collected from the application 

forms. 

2.21   Importance of Training to Management 

It cost money to train but it cost even more not to train (Ifkhar et al 2009). A few 

of the tangible results of training are as follows: 

i. Increased Learning Rates: The learner doesn’t have to proceed by trial 

and error. Through an effective learning programme, the new employee 

becomes adapted to the work situation faster. His emotional tensions are 

reduced by helping him to avoid mistakes. 

ii. Increased Quality of Performance: Since there are better ways to do a 

given job, the learner avoids learning “ incorrect ways”. His performance in 

his job will be of a higher quality. 

iii. Decreased Breakage & Spoilage: A number of jobs in industries and 

service organizations involve some breakage and spoilage. An untrained 

and inexperienced worker can cost the organization much money by 

spoiling products or even rendering faulty services. 

iv. Reduced Labour Turnover and Absenteeism: An employee who does 

not know what he is supposed to do is a dissatisfied employee. He is more 

apt to find reasons to stay at home rather than to appear at work. When an 

employee does not know his job very well, he would either want to leave 

the job or always find one reason or the other to stay away. 
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v. Increased Production: This is most obvious reason for training. The 

training sales manager can handle more customers  than the untrained one 

for instance, all the result of training cannot be measured directly but results 

can be seen indirectly by increasing patronage on the long term. 

2.22  Managing Training Process 

The training process consists of three phases: assessment, development and 

conduct of training, evaluation (Gomez et al 2012). In the assessment phase, 

organizational, task and person needs are identified and the goals of training are 

clarified. Several options are available during training phase. Training can take 

place wither on the job or off the job and can be delivered through variety of 

techniques (slides and videotapes, tele-training, computers, stimulations, virtual 

reality, classroom instructions and role play. The most appropriate type of training 

(for example, skills, retraining, cross-functional, team, creativity, literacy, 

diversity, crisis, or customer service) should be chosen to achieve the stated 

objectives. In the evaluation phase, the costs and benefits of the training program 

should be assessed to determine its effectiveness (Gomez et al 2012). 

2.23  Evaluating Training Needs 

Evaluation is one word that always generates controversy. Evaluated outcomes of 

training must be documented; that is how trainee actually behave back on the job and 

the relevance of what behaviour to objectives of the organization. We seek answers to 

four questions. 

a. Did Change occur? 

b. Is the change due to training? 

c. Is the change positively related to achievement of organizational goals? 
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d. Will similar changes occur with new participants in the same training 

programme? 

However, while serious trainers agree on the need for critical evaluation and 

improvement, experts seldom agree on the method of evaluation. Evaluation has four 

generally accepted parts. 

i. Reaction- what did participants say about the programme? 

ii. Learning- What knowledge, skill or attitude were learnt? 

iii. Behaviour- as defined, learning is a change in behaviour. Did the training 

actually bring about a change in behaviour? 

iv. Result- This could be most important aspect; i.e. the bottom line. Did the 

result of training pay off? Did it really do what it was supposed to do? 

2.23.1 Seven Steps for Evaluating Result of Training 

Training must provide skills that trainees can use on the job; that is trainees must 

accept the ideas presented as well as understand them. Where a trainee practices skills 

but does not remember the rationale for it, he may drift back into previously 

established patterns.  

The following systems should help to prevent this problem 

i. Trainees report their own result. Trainees are given a report form to fill and 

return thirty days after training, telling results or problems associated with 

using techniques learnt in training. 
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ii. Prepare pre-training and post-training productivity reports: A comparison 

should be done a month before and a month after the training or so equal 

periods. Regular production reports should be used if available. 

iii. Usefulness and self evaluation questionnaire: After 90 days (Three Months) 

back on the job the trainee should be asked to evaluate the usefulness of 

training and how well he is doing for example. Describe what you believe 

to be the best way to complete job X; describe the way to actually complete 

job X; have your skills improved? 

iv. Manger’s productivity report: Six month after training a trainee’s manager 

should be asked for a productivity report which should aim at productivity 

changes. 

v. Filling unsolicited reports: if a programme is god, the organizers receive 

many unsolicited good reports. Note or letters recommending the 

programme that are dated and filled can be reference point. 

vi. Conduct a role play in the new programme that requires the use of skill 

learnt in previous programme. A perfect system of evaluation is the one that 

measures outcomes of training in relation to your objectives. 

vii. Using a new programme to evaluate the previous one: By means of a pre-

test at the start of a new programme one can evaluate retained learning from 

previous programmes and this can be used continually overtime.  
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction 

In this chapter, a concerted effort was made to ensure that an in-depth literature on the 

subject of trainings and development on employee’s performance was viewed. Every 

work has the need for data collection to support the argument, and this data must be 

collected through some ways or methods. The method chosen depends largely on the 

nature of the research, the resources available to the researcher, and the time frame within 

which the research must be completed. This process is referred to as research 

methodology. 
 

In this chapter, the scientific procedure undertaken in carrying out this research shall be 

slated accordingly. The research design, population of the study, sample  size and 

sampling techniques, sources of data, data collection instrument, administration of data 

collection method, data analysis method will be discussed. Thus, this chapter serves as the 

research work. Its’ clear understanding serves as a background for evaluating findings. 
 

3.2 Research Design 

Under this, a planned investigation and analysis of data was employed. Randomized 

interview of some personnel of the organization was conducted. Interview and 

questionnaires were conducted and distributed to gather data from a relatively large 

population of both administrative  and accounts staff of Kogi State Internal Revenue 

Service. The research is intended to find out if training will improve organizational 

performance in Kogi State Internal Revenue Service. Survey research design, which 

involves the collection of data to accurately and objectively describe existing 

phenomenon was used as it is appropriate for this work. According to Babbie (1986), 

survey research design is probably the best method available to education and social 

scientists interested in collecting original data for describing a population too large to 

observe directly. 
 

3.3 Population of the Study 

Population is a collection of individual items, whether of people or the things which were 

observed in a given situation. The total population of staff in the organization is 1008 
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(Kogi State Internal Revenue Service) which consists of male of female workers (Senior 

and Junior Staff). 

3.4 Sample and Sampling Technique 

Sample size is a part of the population that shows the true characteristics of the entire 

population, for the analysis of the population the sample of Kogi State Internal Revenue 

has been taken. A total of 600 sample size was used in this study selected using purposive 

sampling. 
 

Stratified sampling was used for the study. This means that staff of different 

levels/hierarchy (Senior and Junior) shall be included in the sample. This helps to bring in 

the various responses of various categories (classes) of staff from different departments 

which mean different walks of life within the establishment. 
 

Within the stratification however, quota sampling. This helps to bring in the responses of 

various categories (classes) of staff from different departments which mean different 

walks of life within the establishment. 
 

Within the stratification however, quota sampling was used. This ensured adequate 

representation of the diverse elements in the sample. Staff were therefore grouped into: 

 Senior Staff  236 

 Junior Staff  264 

 Total    600 
 

3.5 Instrument for Data Collection 

Based on the nature of variables in the formulated model, primary and secondary data 

were employed for the study. The primary data was obtained from employees of the 

company through the administered questionnaire while secondary research data was 

sourced from relevant texts, published journals and on-line electronic articles. Primary 

source of data was used to provide answers to the research questions, while the secondary 

data was necessary to enhance the review of literature. 

3.5.1 Validity of Instrument 

Validity test of the instrument was carried out. The essence was to ensure that the 

questionnaire measured what it was intended to measure. The questionnaire was verified  
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by the supervisor before administration. A total of 600 staff  were selected from the 

organization based on purposive sampling. The selected staff were given questionnaire to 

answer. The questionnaires were later collected when they had been completed. No 

rigorous statistical test was used. The researcher went through the number of responses 

and made necessary modifications and corrections. Based on this, therefore, the 

instrument was taken to have passed the validity test. 

 

3.5.2 Reliability of Instrument 

The reliability of the instrument was also tested. Reliability deals with the consistency  of 

the instrument after several measurements. The test retest method was used to test the 

reliability of the instrument after several measurements. Accordingly, 50 staff were 

selected and issued same questionnaire on two occasions. The respondents were given a 

copy of questionnaire each respectively, which were collected when they had been filled 

on the two occasions and thus arrived at 0.74 on test retest method as none showed a 

marked disparity in their reponses to the tests. Thus, the reliability of the instrument was 

established. 

 

3.6 A Priori Expectation 

The priority expectation provides expected signs and significance of the values of the 

coefficient of the parameters under review on the part of the empirical evidence and 

theoretical assertions. Variables in the modified model are expected to contribute to 

training. 

3.7 Data Collection Method: The Researcher distributed 600 questionnaires to the staff 

of Kogi State Internal Revenue Service and a total of 599 questionnaires were returned. 
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3.8 Method of Data Analysis 

The analysis of data is the means by which research problems are solved. This is the 

ordering and breaking down of data into its constituent parts. However, there are several 

techniques of data analysis, but for the purpose of this study. The following technique is 

employed. The simple percentage analysis technique was used or adopted in order to 

analyze reponses based on the questionnaire administered. The descriptive statistical 

techniques (Chi-Square) are also used to test the validity of the formulated hypothesis. 

This represented by the formula below: 
 

X2 = Σ (O-E) 2 

          E 

Where  

Σ= Summation 

O= The Observed frequency of any value 

E= The Expected frequency of any value 

X2= The chi-square 

 

The researcher will surely compare the chi-square value obtained from the formula. 

However, SPSS Version 20 was used to produce the results. 

 

DECISION: 

The data collected used chi-square (X2) goodness of fit test to validate statistical 

hypotheses at level of significance. To arrive at a decision, the researcher used the 

decision rule. 
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Decision Rule: 

Decision rule reject null hypotheses (H0) if the calculated value is greater than the table 

value, otherwise accept. 
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CHAPTER FOUR 

DATA PRESENTATION, ANALYSIS INTERPRETATION 

 

4.1 Introduction  

The statistical analysis of the information obtained through the questionnaires is 

carried out in this chapter. This chapter therefore deals with presentation, analysis and 

interpretation of data collected from the respondents and the testing of hypothesis. 

 

4.2 Demographic Presentation of Data  

This study presents and makes analysis of data gathered from the field work that was 

conducted using questionnaires in Kogi state Internal Revenue Service. A total of 600 

percentage return of 83.3% was recorded.  

4.3 Bio-data of Respondents 

 Frequency  Percentage (%) 

Age  21-40 years  

41-60 years  

Total  

294 

206 

500 

58.8 

41.2 

100 

Marital Status  Single  

Married  

Total  

94 

406 

500 

18.8 

81.8 

100 

Sex  Male  

Female  

Total  

254 

246 

500 

50.8 

49.2 

100 

Working 

Experience  

1-10 years  

11-20 years  

21.30 years  

Total  

200 

252 

48 

500 

40 

50.4 

9.6 

100 
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From the table above, 58.8% of the respondents are in the age brackets of 21-40 years and 

41.2% are in the rage of 31-60 years, 50.8% of the respondents are male and 49.2% are 

female. Also from the table above, 18.8% of the respondents are single while 81.2% of them 

are married, 40% of the respondents have 1-10 years working experience, 50.4% have 11-20 

years while 9.6% have 21-30 years working experience.  
4.4. Analysis of Research Questions  

The study made use of percentage statistics and the Likert scale mean rating in analyzing the 

data generated from the questionnaires responses. These include: Strongly Agree, Agree, 

Undecided, Disagree and Strongly Disagree. 

Research Question I 

To what extent does effective training affect performance in Kogi State Internal Revenue 

Service? 

Table 5: Showing how training affects performance. 

S/No. Items  Strongly 
Agree  

Agree  Undecided  Disagree  Strongly 
Disagree  

Total  

1. Effective training is observed 

through increased performance  

200 

40% 

286 

57% 

14 

3% 

- - 500 

100% 

2. Competitive advantage of a 

company or an organization over 

others can be enhanced by training 

the employees of the organization.  

 

 

 

300 

60% 

 

 

 

108 

22% 

 

 

 

23 

5% 

 

 

 

20 

4% 

 

 

 

49 

10% 

 

 

 

500 

100% 

3. Improvement in the performance 

of workers leads to increase in the 

financial state of the organizations. 

  

 

 

233 

47% 

 

 

 

122 

24% 

 

 

86 

17% 

 

 

27 

5% 

 

 

 

32 

6% 

 

 

 

500  

100% 

4. Lack of training of employees 

retards growth in an organization. 

290 

58% 

 

146 

24% 

- 

- 

32 

6% 

32 

6% 

500 

100% 

5. Lack of confidence on the job is 

built on workers through training. 

10 

2% 

14 

3% 

10 

2% 

152 

30% 

314 

63% 

500 

100% 

6. Supervision of workers is reduced 

through training  

264 

53% 

165 

33% 

18 

4% 

40 

8% 

13 

3% 

500 

100% 
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7. The overall initiative and 

potential of workers can be 

shaped positively through 

learning. 

 

 

422 

84% 

 

 

78 

16% 

 

 

- 

 

 

- 

 

 

- 

 

 

500 

100% 

8. Training cannot serve as a source 

of motivation for optimal 

performance in an organization. 

 

 

26 

5% 

 

 

10 

2% 

 

 

13 

3% 

 

 

278 

56% 

 

 

173 

35% 

 

 

500 

100% 

9. Effective training makes an 

organization not realized its aims 

and objectives. 

 

- 

 

- 

 

18 

4% 

 

185 

37% 

 

298 

60% 

 

500 

100% 

10. Staff turnover can be drastically 

reduced if staffs are motivated 

through training. 

 

300 

60% 

 

154 

31% 

 

26 

5% 

 

20 

4% 

 

- 

- 

 

500 

100% 

  
From the table, item 1 shows that 40% of the respondents strongly agreed that effective 

training is observed through increased performance. 57% of the respondents agreed while 

3% were undecided.  

From the table, item 2 shows that 60% of the respondents strongly agreed that 

competitive advantage of a company or an organization over others can be enhanced by 

training the employees of the organization. 22% of the respondents agreed, 5% were 

undecided, 4% disagreed and 10% strongly disagreed. From the table, Item 3 shows that 

47% of the respondents strongly agreed that improvement in the performance of workers 

leads to increase in the financial state of the organizations. 24% of the respondents 

agreed, 17% were undecided, 5% disagreed while 6% strongly disagreed.  

From the table, Item 4 shows that 58% of the respondents strongly agreed that lack of 

training of employees retards growth in an organization. 64% of the respondents agreed, 

6% of the respondents strongly disagreed.  
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From the table, Item 5 shows that 2% of the respondents strongly agreed that lack of 

confidence on the job is built on workers through training. 3% of the respondents agreed, 

2% were undecided, 30% disagreed while 63% strongly disagreed.  

From the table, Item 6 shows that 53% of the respondents strongly agreed that 

supervision of workers is reduced through training. 33% of the respondents agreed, 4% 

were undecided, 8% disagreed while 3% strongly disagreed. From the table, Item 7 shows 

that 84% of the respondents strongly agreed that the overall initiative and potential of 

workers can be shaped positively through training while 16% of the respondents agreed.  

 

From the table, Item 8 show that 5% of the respondents strongly agreed that training 

cannot serve as a source of motivations for optimal performance in an organization. 2% 

of the respondents agreed, 3% were undecided, 56% disagreed and 37% strongly 

disagreed.  

From the table, Item 9 shows that 4% of the respondents were undecided that effective 

training makes an organization not to realize its aims and objectives. 37% of the 

respondents disagreed while 60% strongly disagreed. From the table, Item 10 shows that 

60% of the respondents strongly agreed that staff turnover can be drastically reduced if 

staff are motivated through training. 31% of the respondents agreed, 5% were undecided 

while 4% disagreed.  

Research Question 2 

To what extent does training affect the productivity of Kogi State Internal Revenue 

Service? 

 

Table 6: Showing how training affects productivity.  
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S/No. Items  Strongly 
Agree  

Agree  Undecided  Disagree Strongly 
Disagree  

Total  

11. Increased productivity is 
achieved by training workers 
in an organization. 

 
290 
58%  

 
146 
64% 

 
- 
- 

 
32 
6% 

 
32 
6% 

 
500 
100% 

12. Prudent management of 
resources of an organization 
can be ensured if proper 
training is instilled in 
workers. 

 
 
264 
53% 

 
 
165 
33% 

 
 
18 
4% 

 
 
40 
8% 

 
 
13 
3% 

 
 
500 
100% 

13. Quality goods and services is 
hardly  one of the major 
targets of training in an 
organization.  

 
 
- 

 
 
- 

 
 
18 
4% 

 
 
185 
37% 

 
 
298 
60% 

 
 
500 
100% 

14. Wastage of organizational 
resources is enhanced 
through training.  

 
- 

 
- 

 
- 
 

 
78 
16% 

 
422 
84% 

 
500 
100% 

15. Accident can be reduced in 
production of goods if 
workers are well trained.  

 
173 
35% 

 
278 
56% 

 
13 
3% 

 
10 
2% 

 
26 
5% 

 
500 
100% 

16. Employee’s inability to 
produce at a desired level of 
output can be improved 
through training.  

 
 
341 
68% 

 
 
130 
26% 

 
 
19 
4% 

 
 
10 
2% 

 
 
- 
- 

 
 
500 
100% 

17. Training makes workers 
grow their potentials within 
an organization which can be 
used to meet future needs.  

 
 
300 
60% 

 
 
154 
4% 

 
 
26 
5% 

 
 
20 
4% 

 
 
- 
- 
 

 
 
500 
100% 

18. Through  training value is 
rarely added to the key 
resources of the organization.  

264 
53% 

165 
33% 

18 
4% 

40 
8% 

13 
3% 

500 
100%  

19. Machine maintenances cost 
can be increased in the 
process of training.  

 
107 
21% 

 
120 
24% 

 
100 
20% 

 
103 
21% 

 
70 
14% 

 
500 
100% 

20. Training makes employees to 
be versatile in different 
methods of production.  

 
138 
28% 

 
328 
66% 

 
8 
2% 

 
10 
2% 

 
16 
3% 

 
500 
100% 
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From the table, Item 11 shows that 58% of the respondents strongly agreed that increased 

productivity is achieved by training workers in an organization. 64% of the respondents 

agreed, 6% disagreed while 6% strongly disagreed. From the table, Item 12 shows that 

53% of the respondents strongly agreed that prudent management of resources of an 

organization can be ensured if proper training is instilled in workers. 33% of the 

respondent agreed, 4% were undecided, 8% disagreed while 3% strongly disagreed.  

From the table, Item 13 shows that 4% of the respondents were undecided that quality 

goods and services is hardly one of the major targets of training in an organization. 37% 

of the respondents disagreed while 60% strongly disagreed. From the table, Item 14 

shows that 16% disagreed that wastage of organizational resources is enhanced through 

training while 84% of the respondents strongly disagreed.  

From the table, Item 15 shows that 35% of the respondent agreed that accident can be 

reduced in production of goods and services if workers are well trained. 56% of the 

respondents agreed, 3% were undecided, 2% disagreed while 5% strongly disagreed.  

From the table, Item 16 shows that 68% of the respondents strongly agreed that 

employee’s inability to produce at a desired level of output can be improved through 

training. 26% of the respondents agreed, 4% were undecided while 2% disagreed.   

From the table, Item 17 shows that 60% of the respondent strongly agreed that training 

makes workers grow their potentials within an organization which can be used to meet 

future needs. 31% of the respondents agreed, 5% were undecided while 4% disagreed. 

From the table, 18 shows that 53% of the respondents strongly agreed that through  
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training value is rarely added to the key resource of the organization. 33% of the 

respondents agreed, 4% were undecided, 8% disagreed while 3% strongly disagreed.  

From the table, Item 19 shows that 21% of the respondents strongly agreed that 

machine maintenance cost can be increased in the process of training. 24% of the 

respondents agreed, 20% were undecided, 21% disagreed while 14% of them strongly 

disagreed. From the table, Item 20 shows that 28% of the respondents strongly agreed 

that training makes employees to be versatile in different methods of production. 66% 

of the respondents agreed, 2% were undecided, 2% disagreed while 3% strongly 

disagreed.  

Research Questions 3 

To what extent does effective training affect employee’s commitment in realization of 

the organizational objectives of Kogi State Internal Revenue Service? 

Table 7: Showing how Training leads to Employees’ Commitment  

S/No. Items  Strongly  
Agree  

Agree  Undecided  Disagree  Strongly  
Disagree  

Total  

21 The Commitment and 
sense of responsibility 
of employees is 
increased through 
proper training.    

 
 
346 
69% 

 
 
128 
26% 

 
 
20 
4% 

 
 
6 
1% 

 
 
- 
- 

 
 
500 
100% 

22 Absenteeism is reduced 
to the barest minimum 
as a result of confidence 
workers have in the 
performance of their 
duties.  

 
 
 
150 
30% 

 
 
 
222 
26% 

 
 
 
28 
16% 

 
 
 
80 
6% 

 
 
 
20 
4% 

 
 
 
500 
100% 

23 More grievances are 
prevalent in an 
organization as result of 
proper training.  

 
50 
10% 

 
18 
7% 

 
35 
7% 

 
104 
21% 

 
293 
59% 

 
500 
100% 

24 Training brings about 
loyalty, trust and 
dedication of workers to 
the service of the 
organization.  

 
235 
47% 

 
116 
23% 

 
60 
12% 

 
42 
8% 

 
47 
9% 

 
500 
100% 
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25. Spirit of team work and 
mutual understanding is 
hampered by continuous 
training.  

 
40 
8% 

 
28 
6% 

 
- 
- 

 
208 
42% 

 
224 
45% 

 
500 
100% 

26. Flexibility and adaptability 
of workers in various work 
positions is possible as a 
result of exposure to work 
situations through training.  

 
 
300 
60% 

 
 
154 
31% 

 
 
26 
5% 

 
 
20 
4% 

 
 
- 
- 

 
500 
100% 

27. Training helps an 
employee to understand 
his/her duties and as such 
work as assigned. 

 
264 
53% 

 
165 
33% 

 
18 
8% 

 
40 
8% 

 
13 
3% 

 
500 
100% 

28. There is high resignation 
of workers due to lack of 
training. 

 
107 
21% 

 
120 
24% 

 
100 
20% 

 
103 
21% 

 
70 
14% 

 
500 
100% 

29. Apart from training staff 
can as well be motivated 
through promotion, 
allowances and other 
fringe benefits.  

 
290 
58% 

 
146 
64% 

 
- 
- 

 
32 
6% 

 
32 
6% 

 
500 
100% 

30. Better services and 
effective operations lead to 
increased sales and high 
profitability in an 
organization.  

 
264 
53% 

 
165 
33% 

 
18 
4% 

 
40 
8% 

 
13 
3% 

 
500 
100% 

 

From the table, Item 21 shows that 69% of the respondents strongly agreed that the 

commitment and sense of responsibility of employees is increased through proper 

training. 26% of the respondents agreed, 4% were undecided while 1% disagreed. Also 

from the table, Item 22 shows that 30% of the respondents strongly agreed that 

absenteeism is reduced to the barest minimum as a result of confidence workers have in 

the performance of their duties. 44% of the respondents agreed, 16% were undecided, 6% 

disagreed while 4% strongly  disagreed. 
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From the table, Item 23 shows that 10% of the respondents strongly agreed that more 

grievances are prevalent in an organization as a result of proper training. 4% of the 

respondents agreed, 7% were undecided, 21% disagreed while 59% strongly disagreed. 

Also from the table, 24 shows that 47% of the respondents strongly  agreed that training 

brings about loyalty, trust and dedication of workers to the service of the organization. 

23% of the respondents agreed, 12% were undecided, 8% disagreed while 9% strongly 

disagreed.   

 

From the table, Item 25 shows that 8% of the respondents strongly agreed that spirit of 

team work and mutual understanding is hampered by continuous training. 6% of the 

respondents agreed, 32% disagreed while 45% strongly disagreed. Also from the table, 

Item 26 shows that 60% of the respondents strongly agreed that flexibility and 

adaptability of workers in various work positions is possible as a result of exposure to 

work situations through training. 31% of the respondents agreed, 5% were undecided 

while 4% disagreed.  

 

From the table, Item 27 shows that 53% of the respondents strongly agreed that training 

helps an employee to understand his/her duties and as such work as assigned. 33% of the 

respondents agreed, 4% were undecided, 8% disagreed while 3% strongly disagreed. Also 

from the table, 28 shows that 21% of the respondents strongly agreed that there is high 

resignation of workers due to lack of training. 24% of the respondents agreed, 20% were 

undecided, 21% disagreed while 21% strongly disagreed.  
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From the above table, Item 29 shows that 58% of the respondents strongly agreed that 

apart from training, staff can as well be motivated through promotion, allowances and 

other fringe benefits. 64% of the respondents agreed, 6% disagreed while 6% strongly 

disagreed. Also from the above table, Item 30 shows that 53% of the respondents strongly 

agreed that better services and effective operations lead to increased sales and high 

profitability in an organization. 33% of the respondent agreed, 4% were undecided, 8% 

disagreed while 3% strongly disagreed.  

 

Research Question 4 

To what extent does training influence growth in an organization? 

Table 9: Showing how training influences organization growth 

S/n Items  Strongly  
Agree  

Agree  Undecided  Disagree  Strongly  
Disagree  

Total  

31. Persistent growth through training 
makes for continual man power 
need in an organization.  

 
- 

 
50 
10% 

 
98 
20% 
 

 
240 
48% 

 
112 
22% 

 
500 
100% 
 

32. Proper training can make a worker 
in an organization to be suitable 
for a higher position within and 
outside the organization.  

 
 
378 
76% 

 
 
122 
24% 

 
 
- 
- 

 
 
- 
- 

 
 
- 
- 

 
 
500 
100% 

33. Rapid growth is evidenced through 
expansion and availability of the 
required resources in an 
organization.  

 
200 
40% 

 
241 
48% 
 

 
15 
3% 

 
20 
4% 

 
24 
5% 

 
500 
100% 

34. Training makes workforce to be 
proactive in attracting and 
sustaining new and old customers.  

 
288 
58% 

 
100 
20% 

 
50 
10% 

 
41 
8% 

 
21 
4% 

 
500 
100% 

35 Training does not propel 
development and advancement of 
an organization. 

 
10 
2% 

 
6 
1% 

 
20 
4% 

 
300 
60% 

 
164 
33% 
 

 
500 
100% 

36. The best method of revenue drive 

which will yield positive outcome 

can be communicated through on-

the-job training.  

 

 

290 

58% 

 

 

146 

64% 

 

 

- 

- 

 

 

32 

6% 

 

 

32 

6% 

 

 

500 

100% 
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37. Market share of an organization 
can improve greatly through the 
application of modern 
technologies. 

 
 
264 
53% 

 
 
165 
33% 

 
 
18 
4% 

 
 
40 
8% 

 
 
13 
3% 

 
 
500  
100% 

38. With effective training of the 

workforce on recent trends of 

operations of the business an 

organization goes obsolete. 

 

 

- 

- 

 

 

- 

- 

 

 

18 

4% 

 

 

185 

37% 

 

 

 

298 

60% 

 

 

500 

100% 

39. In order to instill confidence in the 

workforce, toward the realization 

of the overall vision and mission of 

the organization induction training 

is not required.  

 

 

 

239 

48% 

 

 

 

130 

26% 

 

 

 

60 

13% 

 

 

 

24 

8% 

 

 

 

31 

6% 

 

 

 

500 

100% 

40. Training makes an employee to 

have foresight and focus on the 

achievements of both personal and 

organizational goals.  

 

 

300 

60% 

 

 

154 

31% 

 

 

26 

5% 

 

 

20 

4% 

 

 

- 

- 

 

 

500 

100% 

 
From the above table, Item 31 shows that 10% of the respondents strongly agreed that 

persistent growth through training makes for continual manpower need in organization. 

20% of the respondents were undecided, 48% disagreed while 22% strongly disagreed. 

Also from the table, Item 32 shows that 76% of the respondents strongly agreed that 

proper training can make a worker in an organization to be suitable for a higher position 

within and outside the organization while 24% agreed.  

 

From the table, Item 33 shows that 40% of the respondents strongly agreed that rapid 

growth is evidenced through expansion and availability of the required resources in an 

organization. 48% of the respondents agreed, 3% were undecided. 4% disagreed while 

5% strongly disagreed. Also from the table, Item 34 shows that 58% of the respondents 

strongly agreed that training makes workforce to be proactive in attracting and sustaining 
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new and old customers. 20% of the respondents agreed, 10% were undecided, 8% disagreed 

while 4% strongly disagreed.  

 

From the table, Item 35 shows that 2% of the respondents strongly agreed that training does 

not propel development and advancement of an organization and the nation’s economy 1% 

of the respondents agreed, 4% were undecided, 60% disagreed while 33% of the 

respondents strongly  disagreed. Also from the table, Item 36 shows that 58% of the 

respondents strongly agreed that the best method of revenue drive which will yield positive 

outcome can be communicated through on-the-job training. 64% of the respondents agreed, 

6% disagreed while 6% strongly disagreed.  

 

From the table, Item 37 shows that 53% of the respondents strongly agreed that market 

share of an organization can improve greatly through application of modern technologies. 

33% of the respondents agreed, 4% were undecided, 8% disagreed while 3% strongly 

disagreed. Also from the table, item 38 shows that 4% of the respondents were undecided 

that with effective training of the workforce on recent trends in operations of the business an 

organization goes obsolete. 37% of the respondents agreed while 60% strongly disagreed.  

 

From the table, Item 39 shows that 48% of the respondents strongly  agreed that in order to 

instill confidence in the workforce toward the realization of the overall vision and mission 

of the organization induction training is not required. 26% of the respondents agreed. 12% 

were undecided, 8% disagreed while 6% strongly disagreed. Also from the table, Item 40 

shows that 60% of the respondents strongly agreed that training makes an employee to  
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have foresight and focus on the achievement of both personal and organizational goals. 

31% of the respondents agreed, 5% were undecided and 4% disagreed.  

4.5 Test of Hypothesis  

The researcher tested all the hypothesis and considered them very important in this study, 

the hypothesis are tested with a view to find out whether the result confirm some 

speculations or prove them otherwise. Chi-square goodness of fit test was used to test the 

hypothesis. Chi-square is calculated by finding out the difference between each observed 

and theoretical (expected) frequency squaring them, dividing each by the theoretical 

frequency, and taking the sum of the results. However, this was achieved using SPSS 

Version 20.   

 

Test of Hypothesis I: 

H0 effective training does not have significant effect on the organization performance H1 

Effective training has significant effect on the organizational performance.  

 

In testing this hypothesis, table 6 question 6, on the questionnaire is used to determine the 

significant of effective training on organizational performance in Kogi State Internal 

Revenue Service.  

Table 6: Showing responses on the effect of effective training on organizational 

performance.  

Response Frequency Percentage 

Strongly Agreed 264 53% 

Agreed 165 33% 

Undecided 18 4% 

Disagreed 40 8% 

Strongly Disagreed  13 3% 
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Total  500 100% 

Source: Field Survey 2018 

 
In testing this hypothesis, Chi-square goodness of fit test was used to test the hypothesis 

Chi-square is calculated by finding out the difference between each observed and 

theoretical (expected) frequency squaring them, dividing each by the theoretical 

frequency, and taking the sum of the results. The following results were obtained from 

SPSS Version 20. 

 

Descriptive Statistics  
  

N 
 
Mean  

 
Std. Deviation  

 
Minimum  

 
Maximum 

 
 
Frequency  

 
 
500 

 
 
198.0280 

 
 
82.01317 

 
 
13.00 

 
 
264.00 

 
Frequency 

 Observed N Expected N Residual  
13.00 13 100.0 -87.0 
18.00 18 100.0 -82.0 
40.00 40 100.0 -60.0 
165.00 165 100.0 65.0 
264.00 264 100.00 164.0 
Total 500  

  
Test Statistics  

 Frequency  
Chi-Square  490.140a 
Df 4 
Asymp. Sig. .000 

 
a. 0 cells (0.0%) have 
expected frequencies less  
than 5. The minimum  
expected cell frequency is  
100.00. 
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Decision: Since the chi-square value = 490.14 and p value < 0.05, we reject the null 

hypothesis and conclude that effective training has significant effect on the organizational 

performance at the 5% level of significance.  

 

Test of Hypothesis II: 

H0: Training has no significant effect on the organizational productivity. 

H1: Training has significant effect on organizational productivity.  

 

In testing this hypothesis, table 6 on the questionnaire is used to determine the significant 

of effective training on organizational growth and productivity in Kogi State Internal 

Revenue Service.  

Table 7: Question 20: Showing responses on the significant of training on organizational 

productivity.  

Response Frequency Percentage 
Strongly Agreed 138 28% 
Agreed 328 66% 
Undecided 8 2% 
Disagreed 10 2% 
Strongly Disagreed  16 3% 
Total  500 100% 

Source: Field Survey 2018 

In testing this hypothesis, Chi-Square goodness of fit test was used to test the hypothesis 

Chi-square is calculated by finding out the difference between each observed and 

theoretical (expected) frequency squaring them, dividing each by the theoretical 

frequency, and taking the sum of results. The following results were obtained from SPPS 

Version 20.  

 

 



63 
 

Descriptive Statistics  
  

N 
 
Mean  

 
Std. Deviation  

 
Minimum  

 
Maximum 

 
Frequency  

 
500 

 
254.0960 

 
106.30281 

 
8.00 

 
328.00 

 
 
 
 
Frequency 

 Observed N Expected N Residual  
8.00 8 100.00 -92.0 
10.00 10 100.00 -90.00 
16.00 16 100.00 -84.0 
138.00 138 100.0 38.00 
328.00 328 100.00 228 
Total 500   

 
 
 

Test Statistics  
 Frequency  
Chi-Square        770.480a 
Df                 4 
Asymp. Sig.               .000 

 
a. 0 cells (0.0%) have 
expected frequencies less  
than 5. The minimum  
expected cell frequency is  
100.00. 
 
Decision: since the chi-square value = 770.48 and p value < 0.05, we reject the null 

hypothesis and conclude that training has significant effect on the organizational 

productivity at the 5% level of significance.  

 

Test of Hypothesis III 

H0: Training does not increase employees’ commitment and loyalty to an organization. 

H1: Training leads to increase in employees’ commitment and loyalty to an organization.  
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In testing this hypothesis, table 8 Question 24, on the questionnaire is used to determine 

the significant of training on employees’ commitment and loyalty to Kogi State Internal 

Revenue Service.  

Table 8: Question 24: Showing responses on the significant of training on employees’ 

commitment and loyalty to the organization.  

Response Frequency Percentage 

Strongly Agreed 235 47% 

Agreed 116 23% 

Undecided 60 12% 

Disagreed 42 8% 

Strongly Disagreed 47 9% 

Total 500 100% 

Source: Field Survey 2018 

 

In testing this hypothesis, Chi-Square goodness of fit test was used to test the hypothesis 

Chi-square is calculated by finding out the difference between each observed and 

theoretical (expected) frequency squaring them, dividing each by the theoretical 

frequency, and taking the sum of results. The following results were obtained from SPPS 

Version 20.  

Descriptive Statistics  

  

N 

 

Mean  

 

Std. Deviation  

 

Minimum  

 

Maximum 

 

Frequency  

 

500 

 

152.5080 

 

81.36285 

 

42.00 

 

235.00 
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Frequency 
 Observed N Expected N Residual  

42.00 42 100.00 -58.0 

47.00 47 100.00 -53.0 

60.00 60 100.00 -40.0 

116.00 116 100.0 16.0 

235.00 235 100.00 135.0 

Total 500   

 

Test Statistics  

 Frequency  

Chi-Square        262.540a 

Df                 4 

Asymp. Sig.              .000 

 

a. 0 cells (0.0%) have 

expected frequencies less  

than 5. The minimum  

expected cell frequency is  

100.00. 

 

Decision: since the chi-square value = 262.54 and p value < 0.05, we reject the null 

hypothesis and conclude that training increases employees’ commitment and loyalty to 

the organization at the 5% level of significance.  

 

Test of Hypothesis IV 

H0: Training does not influence the growth of an organization.  

H1: Training influences the growth of an organization.   

 

In testing the hypothesis, table 9 Question 40, on the questionnaire is used to determine 

the influence of training on growth of Kogi State Internal Revenue Service.  
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Table 9: Question 40: Showing responses on the influence of training on the growth of 

an organization. 
 

Response Frequency Percentage 

Strongly Agreed 300 60% 

Agreed 154 31% 

Undecided 26 5% 

Disagreed 20 4% 

Strongly Disagreed 0 0% 

Total 500 100% 

Source: Field Survey 2018 

 
In testing this hypothesis, Chi-Square goodness of fit test was used to test the hypothesis. 

Chi-square is calculated by finding out the difference between each observed and 

theoretical (expected) frequency squaring them, dividing each by the theoretical 

frequency, and taking the sum of results. The following results were obtained from SPPS 

Version 20.  

Descriptive Statistics  
  

N 
 
Mean  

 
Std. 
Deviation  

 
Minimum  

 
Maximum 

 
Frequency  

 
500 

 
229.5840 

 
93.08166 

 
20.00 

 
300.00 

 

Frequency 
 Observed N Expected N Residual  
20.00 20 125.0 -105.0 

26.00 26 125.0 -99.0 

154.00 154 125.0 29.0 

300.00 300 125.0 29.0 

Total 500   

 

Test Statistics  
 Frequency  
Chi-Square        418.336a 
Df                 3 
Asymp. Sig.               .000 
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a. 0 cells (0.0%) have 

expected frequencies less  

than 5. The minimum  

expected cell frequency is  

125.00. 

Decision: Since the chi-square value = 418.34 and p value < 0.05, we reject the null 

hypothesis and conclude that training influences the growth of an organization at the 5% level 

of significance.  

 

DISCUSSION ON FINDING 

In the research work, all the questionnaire items were presented and analyzed and opened 

way of evidence-based information in finding out on the roles played by training in the 

growth and development of an organization, precisely, Kogi State Internal Revenue Service. 

However, this discussion would be based on the fact finding from the research questions. 

Based on this research questions: To what extent does effective training affect performance in 

Kogi State Internal Revenue Service? It was discovered that most respondents in Table 5, 

said that effective training is observed through increased performance.  

Again, in the second research question, “To what extent does training affect the productivity 

in Kogi State Internal Revenue Service? Most respondents in Table 6 gave positive response 

that good management of resources of an organization can be ensured if proper training is 

instilled in workers.  
 

The third research question on the extent to which training affects employees’ performance 

and commitment in realization of the organizational objectives, it was discovered that there is 

a great relationship between training and employees commitment to the organization as 

majority of the respondents stated that proper training reduces grievances, staff turnover, 

absenteeism and disloyalty. However, staff can as well be motivated through promotion, 

allowances and other fringe benefits.  
 

Finally, the last question on the influence training has on organizational growth, it was 

discovered that training brings about rapid growth which is evidenced in expansion and 

availability of required resources in an organization.   
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CHAPTER FIVE 

SUMMARY OF MAJOR FINDINGS, CONCLUSION AND RECOMMENDATION 

 

5.1 Introduction  

This chapter deals with the summary of the major findings on the impact of training on 

organizational growth and development. A study of Kogi State Internal Revenue Service. 

For ease of reference and understanding, the project was written in chapter.  

5.2 Summary of Major Findings  

Effective training is the bedrock for improved performance and increased revenue 

generation or high profitability of any organization. It speeds up growth and development, 

the neglect of its importance is detrimental to progress.  

5.2.1 Training and Performance in an organization  

Optimum performance and realization of organizational target can be effectively achieved 

if proper training is carried out regularly. 

5.2.2 Training and Organizational Productivity  

Training is an indicator of a well run operations in management. It measures 

improvement caused by different initiatives brought about by training. it is well 

established that high and quality product that ensures continued existence in an 

organization is achieved through training .  

5.2.3 Training and Employee’s Commitment  

It is incentive or panacea for employee’s loyalty and dedication to work in an 

organization as it triggers confidence for individual growth and sustainability. 

5.2.3 Training Organizational Growth  
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Training leads to increase in sales and high profitability which is evident through steady 

expansion and availability of all the required resources needed in an organization. This 

also leads to having a high competitive advantage and market share.  
 

5.2.5 Findings reveal that due to awareness creation and education on the importance of 

tax through enlightenment campaigns, citizens willingly pay tax without grudges thus 

revenue generation has increased considerably.  
 

5.2.6 It was also discovered that citizens now appreciate the difference between 

avoidance of tax and invading of tax hence they try to pay as at when due.  

5.2.7 It was also discovered that revenue leakages has been forestalled through 

automation of revenue collection.  

5.3 Conclusion of the Study  

From the analysis so far, it may be concluded that training is very necessary to ensure 

better productivity capacity, good profitability and overall achievement of organizational 

objectives. It is more important today for organization to pay rapt attention to the training 

of their workers. Institutions are knowledge organizations that should retain 

knowledgeable workers who will be challenged to make extraordinary impact on the job. 

The traditional role of the Human Resources Department of selection/recruitment e.t.c. 

must be complemented by practical approach in managing different types of people, the 

informal network and managing bad habits. The problem child can be asset when 

properly managed. It is important to conclude that training and development plays 

significant role in the financial development of revenue institutions. It is the bedrock for 

national survival and development in a rapidly changing global environment, and 

challenges us to devise bold and courageous initiatives to address a host of vital socio-

economic issues such as reliable 
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infrastructure, skilled human resources, open government and other essentials issues of 

capacity building. In addition, policy built on reliable human resources and infrastructure 

constitutes the fundamental tool and means of assessing, planning, managing 

development change for the achieving sustainable growth. It is for this reason that every 

progressive country has a national training and development policy and an 

implementation strategy to respond to the emerging global reality and thus avert 

becoming a victim of the digital divide. An institution that aspires to participate 

effectively and become a key player in the emerging information age needs to have a 

place, a highly efficient productivity system driven by a vibrant workforce.  

5.4 Implication of the Study  

The study will be of immense benefit to corporations or organizations and other business 

concerns as it will make for improved employee performances, production of quality 

goods and service and realization of the aim of the corporations and other business 

concern. It will be of  help to researchers that will carry out similar studies.  

5.5 Recommendation 

Based on the findings of this study, some problems were identified as they relate to 

training activities in organizations. In the light of these problems the following 

recommendations are offered, so that organizations can improve on its activities. For 

organization to survive and grow profitably in the 21st century: _ 

a. In formulating training policy (plan), organizations should always consider first, its 

goal and objectives, so that the plan can be aimed towards the accomplishment of 

its goal. 

b. All workers should be willing to embrace new technologies to enable them 

understand and be relevant in the operations of the organization.  

c. Management should establish more training programs to motivate employee. 
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d. Institutions should make provision for training in their yearly budget and make 

sure it is fully and effectively implemented and utilized by workers.  

e. The management should evaluate employees’ performance by their level and 

quality of output commiserates with training received.  

f. Due to the competitiveness in business world today, training remains a recipe for 

capacity building to withstand any challenge emanating from highly dynamic 

business environment. 

g. The study shows that there is a positive correlation between training and 

organizational growth and development hence management is to give priority 

regard to training.  

h. Training deserves more attention and more commitment from corporate 

organizations as this will enhance the well being of the organization or corporation.   

5.6 Contribution to Knowledge 

The study will be of great help to organizations and corporations in carrying out their 

daily operations effectively since their workforce works confidently and as well have 

been grown into more responsibilities. Researchers who may embark on such research 

work in future will also benefit as it will serve as a reference material for their work. It 

will as well be of immense benefit to entrepreneurs and others as they will be informed 

that training is the best incentive for employee’s loyalty and dedication to work which 

will make for high competitive advantage, appreciable market share and the realization of 

the overall objectives of the organization.  

5.7 Limitations of the Study  

In carrying out this research, certain factors contributed in hindering the researcher from 

achieving a perfect realization of the goal of the study, the limitation of the study 

therefore are as follows:- 
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i. The problems, the researchers encountered was that some officers were either too 

busy for interviews or cleverly avoided certain questions for the fear that the 

information given might put their jobs in jeopardy. Those who responded to 

questions tend to make their answers to reflect what it is not; this undoubtedly 

affected the quality and accuracy of information collected during the study.  

ii. A lot of finance was also required in making this project a reality, thus, the 

researcher was faced with problem of finance.  

iii. The time available to carry out the research was insufficient. These difficulties 

notwithstanding the researcher made concerted efforts to ensure that the project 

was comprehensively carried out to meet the desired needs.  

 

5.8 Suggestion for Further Studies  

This study is restricted to Kogi State Internal Revenue Service, Lokoja, Kogi State. 

However, further studies can be carried out in other corporations/organizations all around 

the nation so as to increase awareness on need for training in organization for effective 

utilization of resources, informed decision making and efficient operations.   
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Appendix  
 

School of Post Graduate Studies  
Department of Management Sciences  
Salem University, Lokoja, Kogi State.  
8th May, 2018. 

 
Dear Respondent, 
 

QUESTIONNAIRE  
 

This questionnaire is designed for collection of data for research work on “Impact of 

Training on Organizational Growth and Development. A study of Kogi State Internal 

Revenue Service”. 

 

The research work is meant for the award of Masters Degree in Business Administration, 

Salem University, Lokoja.  

 

You have been selected to fill this questionnaire; it will be treated with utmost 

confidentiality. Please respond to questions below.  

 

Thanks.  

 

 
Stella Asogwa  
SU/PG/MSc/16/104002 
08164699600 
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Questionnaire on the Impact of Training on Organizational Growth and  
Development.  A Study of Kogi State Internal Revenue Service. 
 
Section A: Bio-data (Please tick as appropriate) 
 
 
1. Sex:  Male        Female  
 
2. Age: 20-30 Years      31-40 years             41-50 years             51-60 years    

3. Marital Status: Single               Married   

4. Working Experience: 1-10 years               11-20 years               21-30 years   
  
 

 
 

Section B  

Training and Performance  

S/N Items Strongly 

Agree 

Agree Undecided Disagree Strongly 

Disagree 

5. Effective training is observed 

through increased performance 

     

6. Competitive advantage of a 

company or an organization over 

others can be enhanced by training 

the employees of the organization. 

     

7. Improvement in the performance 

of workers leads to increase in the 

financial state of the 

organizations. 

     

9. Lack of training of employees 

retards growth in an organization. 

     

10. Lack of confidence on the job is 

built on workers through training.  

     

11. Supervision of workers is reduced 

through training. 

     

13. The overall initiative and potential 

of workers can be shaped 
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positively 

 through learning. 

14. Training cannot serve as a source 

of motivation for optimal 

performance in an organization.  

     

15. Effective training makes an 

organization not realized its aims 

and objectives.  

     

16. Staff turnover can be drastically 

reduced if staff are motivated 

through training.  

     

 
Section C 
Training and Productivity  

17. Increased productivity is achieved 

by training workers in an 

organization. 

     

18. Prudent management of resources 

of an organization can be ensured 

if proper training is instilled in 

workers.  

     

19. Quality goods and services is 

hardly one of the major targets of 

training in an organization.  

     

20. Wastage of organizational 
resources is enhanced through 
training.  

     

21. Accident can be reduced in 
production of goods if workers are 
well trained. 

     

22. Employee’s inability to produce at 
a desired level of output can be 
improved through training.  

     

23. Training makes workers grow their 
potentials within an organization 
which can be used to meet future 
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needs.  
24. Through training value is rarely 

added to the key resources of the 
organization. 

     

25. Machine maintenances cost can be 
increased in the process of training.  

     

26. Training makes employees to be 
versatile in different methods of 
production.  

     

 
 
Section D 
Training and Employees’ Commitment  

S/N Items Strongly 

Agree 

Agree Undecided Disagree Strongly 

Disagree 

27. The commitment and sense of 

responsibility of employees is 

increased through proper training.  

     

28. Absenteeism is reduced to the 

barest minimum as a result of 

confidence workers have in the 

performance of their duties.  

     

29. more grievances is prevalent in an 

organization as result of proper 

training. .  

     

30. Training brings about loyalty, 

trust and dedication of workers to 

the service of the organization.  

     

31. Spirit of team work and mutual 

understanding is hampered by 

continuous training.   

     

32. Flexibility and adaptability of 

workers in various work positions 

is possible as a result  

of 
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 exposure to work situations 

through training.  

33. Training helps an employee to 

understand his/her duties and as 

such work as assigned.  

     

34. There is high resignation of 

workers due to lack of training.  

     

35. Apart from training, staff can as 

well be motivated through 

promotion, allowances and other 

fringe benefits. 

     

36. Better services and effective 

operations lead to increased sales 

and high profitability in an 

organization.  

     

 
Section E. 
Training and Growth  
 

S/N Items Strongly 
Agree 

Agree Undecided Disagree Strongly 
Disagree 

37. Persistent growth through training 

makes for continual manpower 

need in an organization.  

     

38. With effective training of the 

workforce on recent trends in 

operations of the business an 

organization goes obsolete. 

     

39. In order to instill confidence in the 
workforce, toward the realization 
of the overall vision and mission 
of the organization induction 
training is not required.  

     

40. Training makes an      
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 employee to have  

foresight and focus on the 

achievement of both personal and 

organizational goals.  

 

 

 


