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ABSTRACT

Background: This project work focuses on
employee perception of training policies and
practices and it implication for morale and
productivity in Niger Delta University Teaching
Hospital (NDUTH) Okolobiri, Bayelsa State.
Objectives: The objectives of this work was to
examine employee perception towards training
policies in the hospital; to examine the morale and
the productiveness of an employee after proper
training on the job and to identify the benefits as
well as factor militating against employee training
in the hospital. Design: A descriptive survey design
was employed for the study. Methods: Data were
collected with the aid of a self-structured five
(5)point rating Likert scale format questionnaire,
and analyzed using descriptive statistical tools for
the biographic data and research questions; and the
null hypothesis (Ho) was tested using Independent
Sample T-Test at 0.05, level of significance. Results:
From the analysis, it was revealed that majority of
the respondents are of the opinion that training
policies significantly influences the employee’s
perception on productivity. It study however implies
that employee’s when trained on regular basis are
always exposed to new ideas, knowledge and skills
following the trend of challenges in innovations,
inventions and discoveries of the competitive
scientifically oriented generation. Thus, improving
employee’s performance and productivity in an
organization. The findings further exposed that

many organizations fail to adhere to the training
policies as a result of lack of resources, limited
manpower and the practice of favouritism towards
some special/exceptional workers or employees in
the organizations. However, the majority of the
respondents conclusively opined that factors like
political will, favouritism, godfatherism among
others are still militating against employee’s
training in an organization. The null hypothesis
tested was rejected and concluded that regular on-
the-job training does not have an effect on the
morale and level of employee’s productivity in an
organization. Conclusion: Employee training is
very vital, hence it was concluded truly that the
development of every organization lies in employee
training, therefore, organizations should relate well
with their employees in terms of training so as to get
the best from them and to avoid crash, conflict and
or setback in achieving organizational goals and
objectives. There should be a well-structured
guideline, policies and a calendar of employee’s
training in the organization. Employees should be
given the room to undergo continually training
without any obstructions since organizational
development lies in their hand.

Keywords: Employee Perception, Training
Policies and Practice, Organizational
productivity, Employee’s productivity,
Employee’s performance
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. Introduction

Any organization's ability to develop its
human resources to be imaginative, creative, and
creativequalities that will inevitably improve
performance and boost competitive advantageis
essential to its survival in today's cutthroat economy
[1-3]. Human resource practices include training,
which aids in developing workers' competencies,
abilities, and knowledge to increase their capacity
for higher-level work [4]. According to Goldstein
and Ford [5], training is essential to an
organization's performance. It is among the most
often used methods for raising worker performance
and increasing workplace productivity [6].Any
organization's most valuable resource and primary
means of acquiring a competitive edge is its
workforce, and training is a crucial instrument for
making this potential a reality [7]. An organization's
workforce's expertise, skills, and ability determine
its capacity to hold onto its positions and acquire a
competitive edge [7,8]. In the meanwhile, an
organization's ability to compete with others is
directly correlated with the knowledge, abilities, and
initiative of its workforce.

The instant a business recognizes the need
for employment expansion and improvement,
training becomes necessary.However, businesses
frequently start expanding and improving jobs in an
attempt to boost staff morale, motivation, and
happiness when, in reality, capacity development is
the true cause of low work performance.

It is commonly acknowledged that
organizational performance, competitiveness, and
economic growth are significantly influenced by
training. Workers are depending more and more on
training to extend their jobs, improve their income,
and improve their career prospects. To increase
performance and productivity, foster competition,
lower absenteeism and turnover, and boost customer
happiness, and the company needs skilled and
modern workers.A trained labor force that can learn,
adapt, and become competitive in a worldwide
economy is vital to governments [9-11].

In order to support staff development and
productivity in any firm, it is imperative that they
receive physical, social, mental, and intellectual
training. Training can therefore be included in a
contact that is pertinent to school officials. On the
other hand, knowledge is the capacity, aptitude,
comprehension, and data that each person has to
obtain in order to be able to work and perform well.

A company's most valuable asset is its
people; without them, nothing gets done, not even
with the best equipment, supplies, or funding.
According to Abiodun[12], training is the
methodical  development of the attitudes,
knowledge, and abilities needed by workers to
function well on a certain activity or job. It can
happen in a variety of settings, including inside and

outside of organizations, on and off the work.
Employee training is a task that can significantly
impact an organization's overall performance and
profitability, according to Adeniyi[13]. As a result,
he offers a methodical approach to training that
covers its essential components.Therefore, the
individuals who form and operate within an
organization determine its effectiveness and success.
Therefore, it follows that in order for an
organization's employees to carry out their
responsibilities and meaningfully contribute to the
achievement of its goals, they must receive the
necessary training in skills and knowledge.
Organizations such as educational or medical
institutions ought to have started training personnel
at various levels in recognition of this fact.

Prior to the implementation of staff training
programs, individual and organizational assessments
are typically used to determine the training
needs.Following the training sessions, an assessment
is conducted to determine the employee's
productivity and efficacy in relation to the specified
needs. It is important to note that any firm of this
kind that does not provide its employees with
training will eventually become unproductive,
inefficient, and fail. It follows that until employees
and individuals are permitted to need the requisite
training, skills, and information, no organization can
become productive and efficient.

Since the conventional educational system
falls short in providing specific job skills for a
position in a certain firm, employee training and
manpower development are extremely important to
job productivity and organization
performance.While some people may naturally
possess the skills, knowledge, abilities, and
competencies required to fit into a particular job
function, others may need extensive training to
acquire the skills necessary to not only fit into a
particular job function but also significantly
improve the performance of the organization.

It is now well acknowledged that increased
productivity inside organizations is necessary and
that effectiveness and efficiency in training are key
components of this. The current world's
advancements have made investing in training even
more imperative. It is therefore no longer possible to
overstate the importance of employee training. But
it's becoming clear that businesses need to start staff
development programs for their workers.Lack of
these programs frequently results in the tripartite
issues of inefficiency, ineffectiveness, and
incompetence. Training is the process of
establishing organizational conditions that will
motivate staff to strive for higher performance rather
than bribing or forcing them to do what is desired.
According to Oguntimehin[14], training serves the
following purposes: enhances the use of tools and
machinery; decreases waste, accidents, turnover,
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lateness, absenteeism, and other overhead costs; and
removes obsolescence in skills, technologies,
methods, products, capital management, etc.
increase productivity, improves the quality of work,
and enhances skills, knowledge, understanding, and
attitude. It raises incumbents to the performance
level required for the position, facilitates the
adoption of new rules and regulations, equips
individuals for success, enhances the development
of manpower, and assures their survival and growth
of the enterprise. Training has been divided into
general and specialized employee training programs
since it is a crucial component. While the
organization's temporary workers receive broad
training from their employers, other employees
receive specialized training [15].

Organizations in Nigeria do not adequately
support training initiatives, despite the training's
critical role in improving employee productivity and
organizational performance. These companies view
the funds they will provide for staff training as
investments gone bad rather than wise investments.
They overlook how important it is for staff members
to receive ongoing training and development in
order to increase the productivity and effectiveness
of their companies.Employee training in those firms
is largely impromptu and non-systematic since those
that try to provide it do it in an ad hoc and random
fashion. Nwachukwu[16], who contended that a lack
of fundamental training has contributed to the
failure of many personnel in firms, supports this
point of view.

Additionally, it is well acknowledged that
production and training expenditures are related.
Workers are a company's most valuable asset since
they have the power to positively or negatively
impact profitability and the company's reputation
[17]. Numerous elements, including the company's
general policies, working conditions, employee
training and development, and the relationship
between the employer and employee, among others,
have an impact on employee performance
[18].There are several approaches to improve
employee performance. For any organization or
business, employee performance is vital; if it is
positive, it leads to success; if it is negative, it may
lead to failure. Many often, people assume that if
workers are happy with their jobs or their working
environments, they would perform far better than
workers who are dissatisfied. Numerous metrics,
including productivity, absenteeism, and employee
satisfaction, can be used to gauge an employee's
performance [19]. Like in any other industry or
organization, employee performance is crucial.

It has long been argued that morality is
illusive, hard to define, and even a decision one
chooses to have or not have high moral standards.
Employee morale and productivity have never been
measured.

Any organization needs training since it is
still the key to success. Training initiatives have
been shown to increase employee and team
productivity through documentation. Effective staff
training is the key to every institution's or
organization's success and advancement.
Organizations and institutions are becoming more
and more aware of the benefits of regular employee
training, which includes improved productivity,
decreased labor turnover, absenteeism, and conflict,
as well as improved work quality, skills, and
knowledge that ensures survival and growth,
understanding, and a positive attitude. It also
improves the use of tools and machinery, lowers
waste, accidents, lateness, and other overhead costs,
and eliminates obsolescence in skills, technologies,
methods, and products, capital management etc. in
the organization. The implementation of new
policies and regulations prevents employee training,
which is a setback for employees to give their all
toward achieving organizational goals because it
results  in unproductiveness, inefficiency,
ineffectiveness, failure, negative attitudes, low
morale, low outcomes, the organization's gradual
death, etc. Despite all of this awareness and the
benefits the organization stands to gain from
employee training, training programs are not
sufficiently supported by organizational top
management, who view the money they spend on
training their employees as waste rather than an
investment. These and numerous other factors
spurred the researcher to investigate how employees
view policies, procedures, and training, as well as
how this affects morale and output within an
organization.

Organizational Performance Measurement

Certain sectors may find greater relevance
in certain performance measures than in others. The
industry and business-specific context should be
taken into consideration when selecting metrics to
measure  organizational performance [20].
Organizational performance measurement is not
without its difficulties. Accounting-based metrics
can be somewhat manipulated, making it
challenging to evaluate them over time or between
firms. Many metrics don't always accurately reflect
the caliber of a good or service, especially in
situations where working part-time is common,
metrics must account for hours spent in order to be
comparable [20].

In order to facilitate cross-sector
benchmarking and comparison, Page and colleagues
created a set of "core" metrics of organizational
performance that are applicable to many industries.
The "core" set of measurements consists of:

Productivity: Net added value per hour
worked or Net added value per worker are two
methods that can be used to quantify productivity.
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However, investments other than those in education
and training, such capital expenditures, will have an
impact on this metric.

Profitability: Return on assets, which
gauges how effectively a business uses its assets to
produce earnings, is a helpful indicator of
profitability. Though values can differ significantly
between businesses and industries, profit per
employee may be a more useful metric for broader
benchmarking.

Quality: The quantity of flaws in a specific number
of products can be wused by manufacturing
companies to measure quality. Customer satisfaction
could be applied more broadly. It's possible that
different organizations will use different metrics to
measure customer happiness.

Innovation: A metric that might be used to
benchmark innovation across industries and that
accounts for some degree of the innovation's success
is sales from new or modified goods or services.
Staffperformance: Performance evaluations are
made in relation to predetermined benchmarks. The
staff performance metrics that have been set up are
described below.

Employee Performance Indicators

Monitoring  employee training  and
evaluating its efficacy is a crucial goal for any
human resources department. The company must set
up key performance indicators (KPI) to guarantee
that the training of both new and existing personnel
provides a sufficient return on investment. When
established and monitored appropriately, KPIs
provide a baseline for gauging employees'
advancement toward a range of more general goals
or objectives [21]. Nonetheless, creating a strong
KPI presents difficulties for the majority of
firms.For monitoring the efficacy of employee
training, [21] proposes that high-quality KPIs should
be linked to proficiency indicators, competency-
based indicators, measurable and quantifiable
indicators, and organizational and employee goal
indicators.
Performance indicators include those listed below,
as explained by Hakala [22].
Quantity: To determine the number of units to be
produced, processed, or sold, this indicator
compares the actual number of units produced,
processed, or sold to the predetermined standard.
High-quality work can be assessed using a variety of
methods. One measure of this kind is the portion of
work production that needs to be redone or is
refused. Salesmanship quality in a sales
environment is determined by the proportion of
inquiries that result in sales.
Timeliness: The task completion or service delivery
speed is gauged by this indication. The typical
customer's downtime, for instance, is a reliable
predictor of timeliness in the service sector, but in

the production sector, it might be the number of
units produced per hour.

Cost-Effectiveness: Only when an employee has
some degree of cost control over their work may the
cost of their work be utilized as a performance
indicator.

Absenteeism/Tardiness: When an employee is not
at the office, it is clear that they are not working.
The performance of other employees may also
suffer as a result of absenteeism.

Creativity: Although it might be challenging to
measure as a performance indicator, creativity is
crucial in many white-collar positions. Examples of
innovative work should be tracked and quantified by
managers and staff.

Policyadherence: Although it can appear to be the
antithesis of innovation, it really serves as a
restriction on it. Policy deviations are a sign that a
worker's performance objectives are not in line with
the organization's.

Gossip and Other Personal behaviors: Although
this indicator may not appear to be related to an
employee's performance, some personal behaviors,
such as gossiping, can hinder an employee's ability
to execute their job and interfere with that of others.
It is important to identify the particular behaviors
and establish objectives for lowering their
frequency.

PersonalAppearance/Grooming: Although the
majority of people are aware of appropriate work
attire, in many organizations at least one employee
is unaware of this. Examples of improper grooming
and appearance should be provided, together with an
explanation of how they affect the worker's and
others' performance and a list of correction
measures.

Hakala [22] goes on to say that in order to quantify
performance itself, performance indicators need to
be evaluated in some way. He listed some of the
things that performance is assessed from the above
indicators.

ManagementAppraisal: A management evaluates a
worker's performance and provides the worker with
the results. By its very nature, manager appraisals
are top-down and do not promote employee
involvement. Because they have no stake in its
advancement, employees frequently oppose it.
Self-Appraisal: The worker evaluates their own
work, frequently contrasting it with the
management's assessment. Self-evaluations
frequently serve to draw attention to differences in
the opinions of management and employees
regarding critical performance components and offer
constructive criticism for a meaningful modification
of expectations.

Peer appraisal: The performance of an employee is
evaluated by colleagues in related roles. The
underlying premise of this approach is that
coworkers have the most firsthand knowledge about
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an employee's performance. Peer review has a long
history of effectiveness in manufacturing settings
where units produced and other objective factors are
valued highly. Peer evaluation has recently been
extended to white-collar professions, where
evaluations may be unclear due to subjective criteria
like "works well with others." Peer reviews are
frequently useful in drawing an employee's attention
to undesired habits and inspiring change.
TeamAppraisal: Similar to peer appraisal, team
members—who may hold disparate positions—are
requested to evaluate the work and working methods
of one another. This process is known as team
appraisal. This strategy makes the assumption that
the goals of the team and the anticipated
contributions of each member have been clearly
defined.

Assessment Center: Real or simulated job actions
may be evaluated by qualified assessors as they
evaluate the employee. One benefit of assessment
centers is their objectivity, as they generate
evaluations free from the influence of employees'
personal ties.

360-Degree or "Full-Circle" Appraisal: Every
person an employee interacts with, including
supervisors, colleagues, clients, and staff members
from different departments, evaluates their
performance. This is the most thorough and costly
method of evaluating performance, and it is
typically only used for important personnel.

MBO (ManagementbyObijectives): An employee's
ability to meet goals that were jointly established
with their management is evaluated. The first steps
in the MBO process are action statements, like
"reduce rejected parts to 5 percent." Ongoing
monitoring and review of objectives keeps the
employee focused on achieving goals. At the annual
review, progress toward objectives is assessed, and
new goals are set.

There are as many indicators of performance as
there are companies and jobs. The various
assessment methods can be used in combinations. It
is important to choose indicators that align with
each company’s goals and assessment methods that
effectively appraise those indicators.

Benefits of training to organization

Acquiring and improving information, abilities, and
attitudes toward tasks connected to the workplace is
the primary goal of training. It is among the most
significant potential motivators that might assist
people and organizations in the short- and long-
term. There are a ton of advantages to training as
[23] enumerates these advantages as follows:
Highmorale: workers who receive training are more
self-assured and driven; Lower cost of production:
training reduces risks because skilled workers can
use materials and equipment more efficiently,
cutting down on waste;

Lowerturnover: training creates a sense of security
at work, which lowers labor turnover and prevents
absenteeism;

Training facilitates change management by
improving  employees’  comprehension  and
engagement in the change process, as well as
equipping them with the skills and abilities required
to adapt to novel circumstances.

It also offers recognition, increased responsibility,
and the potential for pay increases and career
advancement.

Finally, it helps to enhance staff availability and
quality.

Il.  Materials and Methods
Study setting

The study was carried out at the Niger
Delta University Teaching Hospital (NDUTH),
Okolobiri, formerly known as the General Hospital,
Okolobiri established by the then Governor of old
Rivers State, Alfred PapapreyeDiete-Spiff under
Gen Yakubu Gowon Military Rule in 1973.
Okolobiri General Hospital existed for about 18
years before the creation of Bayelsa state by General
Sani Abacha in 1996. In 2007, during the
administration of Timipre Silva as the Governor of
Bayelsa State, the then General Hospital, Okolobiri
was upgraded to a 200-bed tertiary healthcare centre
in order to meet the healthcare demands of the state.
It was named Niger Delta University Teaching
Hospital (NDUTH) and attached to the Niger Delta
University Amassoma to operate as a tertiary
healthcare level.

Study design

A descriptive survey research design was
employed for the study which aimed to examine
employee perception of training policies and
practices and its implications for morale and
productivity in Niger Delta University Teaching
Hospital, (NDUTH) Okolobiri, Bayelsa State. Study
Population
The target population of study were the total number
of employees (senior staff cadre) of NDUTH who
must have serve the government for at least two
years and whose offer of appointment have been
confirmed.
Sampling techniques
Simple random sampling techniques were employed
to 240 sample size using a two sections structured
five (5) points rating Likert scale format
questionnaire.

Method of Data Analysis

Data collected were presented on tables and
simple percentage and analyzed using statistical
package for social science (SPSS) version 20, while
the Null hypothesis was tested with Independent
Sample T-Test at 0.05, level of significance.
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Ethical Consideration Hospital (NDUTH), Okolibiri, Bayelsa State, with
Ethical approval was inquired from the Research and approval granted to carry out the study in the Hospitals.
Ethics Committee of Niger Delta University Teaching

I11.  Results
The data presented were analyzed using Independent Sample T-Test at 0.05, level of significance.

Table 1: Training policies does not significantly influence the employee’s perception on productivity.
Statement SA A DK D SD

Employees are motivated to give their best | 97 38 20 43 42
through regular training in the organization

There are organized policies and guidelines for | 116 60 30 32 2
training employees.

213 98 50 75 44 | mean+SD
96+66.84

T calculated is 3.213 and T critical value is 2.132

Rejection Region: Reject Ho if T cal < T critical value at alpha equals 0.05

Decision: Since the T — calculated (3.213) is greater than the T- critical (2.132), we accept the null hypothesis
(Ho) and conclude that training policies significantly influence the employee’s perception on productivity.

Table 2: There is no significant effect in policy adherence on the management towards employee’s training.
Statement SA A DK | D SD | meanxSD

Organization fails to adhere to their organizational | 130 25 20 15 50
policies for employees training.
The lack of employees training is due to lack of | 27 20 15 70 108
resources in an organization

Organizations organizes employees training based on | 40 40 80 40 40
their needs

There is biased practice in organizations towards | 122 49 0 37 32
employees training.

It is mandatory for organizations to give employees | 92 13 38 12 85

the right of being trained.
The accreditation of an organization is not | 60 69 14 9 88
necessarily based on employees training.

471 216 | 167 | 183 | 403 | 288+139.3

T calculated is 4.62 and T critical value is 2.132

Rejection Region: Reject Ho if T cal < T critical value at alpha equals 0.05

Decision: Since the T — calculated (4.62) is greater than the T- critical (2.132), we accept the null hypothesis
(Ho) and concluded that there is significant effect in policy adherence on the management towards employee’s
training.

Table 3: Regular on-the-job training does not have an effect on the morale and level of employee’s productivity
in an organization.
Statement SA | A DK D SD | TOTAL

Employees’ productivity does not depend on | 31 0 29 36 144
employees training.

Training has a positive influence on the employees’ | 181 | 50 3 2 4
productivity.
Lack of employee training leads to low performance, | 194 | 32 6 5 3

low morale and low productivity.
Training helps in optimum utilization of human | 161 | 47 17 10 5
resources in the organization
Training contributes in developing behavioral skills | 188 | 5 17 0 30
of the employees in the organization

755 | 134 | 72 53 186 | mean+SD
240+292.6

T calculated is 1.834 and T critical value is 2.132
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Rejection Region: Reject Ho if T cal < T critical value at alpha equals 0.05
Decision: Since the T — calculated (1.834) is less than the T- critical (2.132), the null hypothesis (Ho) is
rejected. It was therefore concluded that regular on-the-job training does not have an effect on the morale and

level of employee’s productivity in an organization.

Table 4: Factors militating against employee’s training has no significant effect on the development of an
organization.

Statement SA DK D SD TOTAL
Employees training mostly benefits the | 99 24 38 47
organization than the employee
The employees benefit the most from the | 77 4 40 109
organization when trained.
The success and progress of every | 69 14 89 9
organization lies in employees training
There are factors militating against | 89 138 |0 6 7
employee performance in an organization
Employee training is prevented due to lack | 111 24 38 33
of power
445 | 273 | 66 211 | 205 mean=SD
240+137.35

T calculated is 3.91 and T critical value is 2.132

Rejection Region: Reject Ho if T cal < T critical value at alpha equals 0.05
Decision: Since the T — calculated (3.91) is greater than the T- critical (2.132), the null hypothesis (Ho) is
accepted and deduced that factors militating against employee’s training have significant effect on the

development of an organization.

IV.  Discussion

From the analysis of data, the following
findings were statistically established. The
demographic information revealed that, 42.1%, of
the respondents had a working experience of 6-11
years, 39.2% of the respondents had a working
experience between 12-17 years 11.7% of the
respondents had a working experience of 24 years
and above, 6.3% of the total respondents had
worked for 18-23 years and 0.8% of the total
respondents had a working experience of 0-5 years.
This therefore implying that 6-11 years working
experience were more.

It was revealed from the findings of the
study that training has a positive influence on the
employee productivity and that the success and
progress of every organization lies in employee
training but it was observed from the findings that
training of employee is influenced by the political
will, favoritism and godfatherism. From the
findings it was confirmed that lack of employee
training leads to low performance, low morale and
low productivity and that employee's training
mostly benefits the organization than the employee
but organization fails to adhere to their
organizational policies for employee's training. It
was discovered from the findings that, the Null
Hypothesis (Ho) was accepted and concluded that,
training policies significantly influences the
employee’s perception on productivity. Alsoin the
finding, the Null Hypothesis (Ho) was accepted and
concludes that factors militating against employee’s

training have significant effect on the development
of an organization.

From the analysis of this research work, it
is obvious in the findings that the majority of the
respondents are of the opinion that training policies
significantly influences the employee’s perception
on productivity.

The findings however implies that
employee’s when trained on regular basis are
always exposed to new ideas, knowledge and skills
following the trend of challenges in innovations,
inventions and discoveries of the competitive
scientific oriented generation. Thus, improving
employee’s performance and productivity in an
organization.

Interestingly, some respondents from the
findings opined that many organizations fail to
adhere to the training policies as a result of lack of
resources, limited manpower and the practice of
favouritism towards some special/exceptional
workers or employees in the organizations.
Meanwhile, the research work also exposed the
need for a regular on-the-job training of employee’s
as a significant effect of boosting employee’s
morale and improving employee’s productivity.
Starting that the reverse of this fact can lead to low
performance and low productivity in an
organization.

Furthermore, some of the respondents
argued that the accreditation of an organization
basically depends on employee’s training, while
few argued against this.
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Finally, it was widely agreed that the
factors militating against employee’s training have
significant effect on the development of an
organization. In the same vein, respondents
concord that for an organization to develop rapidly,
employee’s must be trained. However, the majority
of the respondents conclusively opined that factors
like political will, favouritism, godfatherism among
others are still militating against employee’s
training in an organization.

V.  Conclusion

Based on this study, employee perception
of training policies and practices and its implication
for morale and productivity, it has become
imperative that, employees should be given a
periodical training on the job so as to keep abreast
with its guideline and policies; there should be no
biased practice in organizations towards employee's
training. The researcher also concluded that
organizations benefits or stands to gain more in
employees training and that training contributes in
developing behavioural skills of employees in the
organization, though; lack of manpower is one of
the factor that prevented employee training in an
organizations. Furthermore, it was concluded base
on the finding that, the success and progress of
every organization lies in employee training.

Therefore, organizations should relate well
with their employees in terms of training so as to
get the best from them and to avoid crash, conflict
and or setback in achieving organizational goals
and objectives. It is on this note as supported by the
findings that employee training is very vital to
organizational productivity.

VI. Recommendation
The followings are recommendation made by the
researcher based on the finding of this study.
1. There should be a well-structured
guidelines, policies and calendar of employee
training in the organization.

2. Management should not be bias in the
training of their employees.
3. Political will, favouritism and

godfatherism should not followed in training of
employee in the organization.

4. Employee should be given the room to be
continually trained without any obstructions since
organizational success and progress lies in their
hand.

5. There should be a good management to
employees relationship
6. The organization should map out

programmes for provision of good work
environment to increase productivity.

7. The management should ensure that the
needed area of training should be made known to
its employees.
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