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Abstract
e study examined the effect of Irniting on omiployee perfornmace in Social Developient Secretarint
i in the FETA, Abuja, Tite resoarch rised survey resenrch design aml o panlti stage rendoin smnpling
techmigue to selecl 302 staff from q popnlafton:of 1,244 dhiplotpecs across paagentint, sentor aind
Jinior fevel. A wetl-stouchured questumnnire wns desigrivd for collectron of data from the respondonts. Of
tho 302 questionpaires adwinistered, only, 295 were adequately compléled and refurned, The dato tois
anelyzed wstng deseriptive slatishes and regression analyss: Content validity toas utilized ord meastred
wsing opinions of expurts. Findings showed that on-the-fob tratning las positioe ad signifivant effect on
employees’ preforinance in Soetal Developrront Sveretanal, Afwyn. Also, offthe-joh. traiming hns negativg
and significt effeet on omplayees” pecformigites in Sociat Developrient Seerelariot, Abufa. Based on the
ﬁndiusg,- s _q.urdy fpcpiniended Mt Sogial Developiient Secretannl, Abujashould concentrafe more in
nslig on-te-job trowng for their staff since it bas o positive mid sigaifiennl cffect on staff pecformance;
amd Tess of of-Hie-job frning method sinee b has o negative and sigificant effect-on U sinployee
pecformice,
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INTRODUCTION

In'today's fastchanging world of business and
enwvirconmental  uncertainty,  arganizations
need Lo be aware of ' their shortcomings and
invest il tmining to make their employees
more efficient and competitive in the market.
Labor (Tai, 2006). One of these challenges
relates to developing the skills and knowledge
of employees to achieve thoir organizational
goals and objectives. Some of thess

management challenges are evident in the:

areas of training and development, skills
‘acquisition, nientoring, job delegation, job
empowerment and job rotation (Burdén et al,
Proclor, 2000, Therefors, in order for
organizations to survive and remain relevant
and competilive, they are able to tram their
siaff to acquire the appropriate skills anid
knowledge to: improve their performance
towards ‘achieving organizational goals, It is
true that providing quality services by any
organization is a qualily function of its stoff,
As in the rast of the world, Nigerian firms are
driven by high profils. This trend is even truer
as mest firms that do not make a profitin the
215t cemuty compelitive envitonment are
genenally more difficalt to survive. These
profits are at the heart of demand in
organizations  that need the skills to
manipulate human capital er other fimangial
and non-financial resources and lum' them
into  goods and services. Therzfore, the
recurring theme In current arganizational
literature dwells fargely in the area of human
capital devalopment,  especially skills and
knowledge development. Consequent upon
this; Imss atlenfion = being deveted o other
employee challenges in the wark place which
also  affect their output and  general
performance.  such  as  haining  and
development.

Humar capital is generaily considered the
most important assel i an orgmnizaltion
that companies must invest in to ensure
their  survival, growth, and overall
prrformange. The histary of education and

training In erganizations. ts as old as the
entire  histery of &  professional
organization (Miller, 2006). The reason for
this is that the knowledge base of the
general workioree in the labor market is
insufficient for specialized tasks within
organizations. Education and tmining in
Nigeria begins in the Inle 1960s, when it
was found that most of the management
and bugingss positions were held by
foreigners (Sila;, 2004). The departure of
the expatriates after independence gave
rise  to a hig vacuum of capable
indigenous: manpower. This facilitated the
Federal Government of Nigeria to set a
Manpower Board in 1362 following the
Mshby - Commission  Recommendations
(Sila, 20d). it was n view of this that
the Fodeml Government of Nigeria
established complementary institutions. [ke
the Cenire for Management Development

(EMD); Administrative Staff College of

Nigenia, Industrial Training Fund ([TF),

and Federal Training Centre to train

employees and also - give orientation 1o

tresh praduates: of formal academic

institutions.  Presently, we are witnessing

an overwheliming number of iesearch

institutions . from  both descoiptive  and

prescriptive traditions; dwelling on several

aspects  of tealning and  development

programs as  well as rtheir costs and

benefits for organizations and businesses

(Becker & Gerhart, 2007),

However, according to Mohammed (2016),
training  involves  using.  formal - and
informal processes to convdy knowledge
and enable people to acquire the skills
they need to do their jobs weil In fagt,
stafi  training  involves procodures -and
processes: fhat  cleliberately attempt to
provide learmny octivities to improve the
skille, knowledge: and  abilties  of
individuats, teams; and organizations, and
in actions to achieve the desired resulls,
No chonge (Bratton & Oold, 2003} -
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Today. it's. literally impossible. for
everyone to get a job or a profession and
stay thore for years, basizally without
changing their skills, Employee Iraining is
not only desirable, but it is an activity
that  vequires management to  invest
human and financial resources in order to
maintain competent and knowledgeable
staff. Staff tmining s the protess of
changing employee behavior lo Harther
achieve an arganization’s goals.
Mohammed, Rend, and Ra'sed (2015),
identify some of the benefits of Iraining
#s the tobls to imiprove human capital,
enhance skills, increase employee
knowledge and work ‘efficiency, reduce
non-preductive work time such as sick
days, and reduce absenizeism, as well as
increase quality by reducing employee
error and the resulting wastage.

Other studicss have: shown that training
should be designed lo enhance employees’
skilis and petformance in the workplace
(Obigi, 2011} This follows the fact that
the strepgth and proficiencies of  any
orgenization is detived from those of s
workers. EBach  employee’s pecformance
contributes to lhe company’s
accomplishment hence, the stronger the
employeg’s performance, the more likely
the company is lo awornplish fis goals.
Thus, to encousage learping culture, top
managemint needs o be involved in the
training program (Tom & Harris, 2007). In
anather develepment, Cole (2013) wiews
training as-any learning activity . which is
directed towards the acquisibion of specific
knowledge and skills for the purposes of
accomplishing @ task. It &5 also pertinent
to mention that the sinple: advanlage: that
any organzation may have over any
compefition somnelimes consist of the
number and <uality of peaple employed
te manage organizationsl activitics. Honee,
for any work-force ta be able 1o perform
its duties, it needs to acquire necessary

knowledge and skills, which will help in

no smoll measure o improve  the
productivity of the ofganization. This is
made possible by the provision of

adequate Iraining and capacity building
programme by the organization.

The impertance of training on employee
perfurmarice cannot be overemphasized. This:
is bécause organizational  effectiveness
depends en the  efficient and effective:
performance of workforce that makes up the
organization. ‘The efficient and effective
perfarmance of the workforce in turm, rest on
the richness of the knowledge skills, and
abilities pussessed by the workforce.

Many organizations in Nigeria, both private
and publie, engage in faining and
development of their and have- departments
andt units that take care of ther taining and
development. Simllarly, Social Development
Secretanat in the Fedoeral Capital Terntary
Authority {FCTA) is one that has been
praclicing fralmng and development since its
inception, However, during the past [ive
years, imiining and development has
witnessed a dramatic declined as many staff of
the ministry have no benefitted from any
form of fraining, This bhas caused the
personnel of Socw! Oevelopment Secretariat,
Abuja to manifest serions knowledge and skill
gap. This Tagk of training and development
has aleo resulted in poor attitudes such as
Inteness o work, absenlécism, poor human
relation, eke.  which  affects  employes
performance  in Social  Development
Soeretariad, Abujn Extant studies such as
Mamefokeng, Lira,. and Rammuse {2018);
Hafeez and Akbar (20155 Mohammed (2016);

addrossed the effect of training on employee
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pecfermance in various organizations in Seuth
Africa, Pakistan and Jordan respectively but
no such stidies have been conducted in Social
Davelopment Secretariat, Abujo, Therefore,
this study will alse fll the reecarch gap' by
stuclying the effect of Training on employeed’



Effget of Training on Employoe Performanes n Social Oeweldpment Secratarlat, Federal Lapital Terrkory
Adpinlyirstion (FCTA), Abuja

performiance in Spcial
Secretariat, Abujs, Nigeria.

Devalopment

The main objeclive of this study is to establish
the effect of Iraining on employee
performance.  in Social  Development
Secretaniat in FCTA, Abuja, while the sperific
objectives are to: delermine the effect of-on-
the-Jobt and Off-the-Job Training on employee
performance  in Sogial  Development
Secrztarial in FCTA, Abuja,

However, to achieve this main objective, the
following hypotheses were developed in order
te make valid conclusions on the subject
matter. The hypotheses are expressed in their
null form:

Hu: On-the fob training has no significant
elfect on employee performance in Secial
Development Sacretariat, in Federal ‘Capital
Development Aukhority, Abuja,

Hpx Off-thesjob training has no significant
effect -on employee performance in Social
Development Secretariat, in Federal Capital
Development Aulhorty, Abuja

LITERATURE REVIEW

Caoncepl of Training

Traming 15 an on-geing aclivity which is
planned to  achicve beller  employee
performunce through improving  employee
altitude and the way employes behaved al
work [Mozael, 2015). It is also an action ef
upgrading emgloyee skills for 3 sperific fask
{Mischithaa: & Rao, 2014). Teaining should
begin as soon @s new emplayee joins an
organization: To build human capital,
organizalions must conlimue to develop
supérlar knowledpe, skills, and experience
within' their workforee, stiffing programmes,
focus on identlfying, recraiting and hiring the
best and the brightest talent available,
Training progranimes on the other hand haolps
complement those stafling practicss to provide
skills enhancement, With training, employes
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would be able to-adapt te the ever<hanging
situation and manages dnily work operation
while mamtaining or even improving their job
performance, as lraining prepares employee to
bi ready” for any huddl=s and also reduces
emplayes résistance {o change (Khan,Osama,
Waseem, Avaz. and lfaz 2016; Shafini,
Syamirii, Amaliny, Rapidah, & Sakina 2016).
Traiming helps to ensure that erganizational
waork-force possess the knowledge and skills
they need to- perform their jobs effectively,
take on new. responsibilities, and adapt to
changing conditions (Adegbite 20M4), It is
further arguéd that tmining helps improve
product [/ serviee  qumlity,  customer
satisfaction, productivity, morale, husiness
devalopment and profitability. According to
Gjokutu and Adegbite 2014, emphasis placed
by any otganization on training of s
employees determines the praductivity of the
arganizabon,

CnThe-Jab training

This is' usually given to employees while
eonduchng their regular work m the same
work ‘environment, such as job rolation
and transfer, coaching/ mentoring,
orientalion; and apprenticeship. i

According o Baum & Devire (2007), on-
thesjob  fraining i a useful method of
tronuferring knewledge from one ansther
Similarly, Blanchard and Thacker (1998)
observed that on-thejob imining is very
wseful when it comes (o task-oriented
activity such as handling machinery. Such
lraining % necessary to cnsure each step
or procedure 13 followed according to the
sequence. In & related study, Taylor and

Davies [(2004j opined [het employees
actually save more time and cost while
learrinig  and  performing  their  task

simultaneously,

Off-The-job Training
This mvelves taking the employves away
from theéie  wsual work eavirenments,
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whizh means all concentration is on the
training (Massazi, 2013), Off - the -jcb
training could be in the form of
conferences;  role  plaving,  vestibule
training. case study and busingss exercise
According to Shafini, Syamumi, Amalina,
Rapidah & Sakina(201€), employee is able
to ‘pay more altention when they attend
training.  outsids  of their  working
environment as the likelihood of being
disturbed by work operatiors is far lesser
compared to if the fraining was
conducted in the working environment.
Mtulo {2014) had earlier established thal
off-the-fob  training  allows employes o
partcipate: in the ftraining program
without being disrupted by exterral
factors: as the trawing wvenue is usually
being set in a manner which allows full
concentration of the employer Any tools
of neceseary equipments would have been
readily madé available to facilitate the
traiming program, Similarly, Ramya [2018)
fourd that off-the-job training is gencrally

more structured with proper  agendn
which oplimized the learning duration
amil provides  syslemalic Icaming

experience.

Empleyees’ Performance

Pecformance is the work quality and
quantity achieved by an employee in
carrying oul his tasks based on his
respansibllity (Mangkiunegara, 2012;
Dalimunthe, Fadli & Muda, 2016). The
use of effective and directed labor is the
key ‘o improving eniployse pedformance,
sa tat company pelicy is' needed through
the application of a good organizational
skructure  in moving the workforce o
work mare productively in accordance
with the plans set by the company. The
results of employee work performance,
both  quality and quantity  become
performance benchmarks, where quality is
the attitude shown by =mployees in the
formm  of werk, neatness; accuracy and

relevance: of resulls' dogs not ignore the
volume ‘of work in doing the wark
(Mude, Rafiki, Harahap, 2014; Muda, 2017:
Hasan, Gusnardi & Muda, 2m7:
Hutagaiung, Dalimunthe, Pambudi,
Hufagalung & Muda 2017 and Muda &
Windari, 2018). Whereas Quantity is the
volume of work produced uider normal
canditions, it can also be seen from the
nurnber of workloads and cireumstances
obtained or experienced by  workers
during work. It is mmeasured from the
willingness of employees lo  participate
and cooperate  with other employess
vertically and horizontally so that the
results of their work will be better,

Empirical Studies
Mamofokeng, Lira, and Rammusa {2018)

examined the jmpact of training on
employeas” performance  in  Lesatho
Banking sector. They affirmed that

Human Resources Management literature
regards training as the blood stream of
any organization because the success of
an organisalion lo achieve: its objectives
and godls heavily and highly depends on
its  workforce.  This  study  employed
stratified sampling technigue to draw a
sample  of 171 employees fom a
population of 300 employees through self-
administeresd guestionnaire te-examine the
impact of baming on  employces
performance. employee's motivation, and
job-safisfaction in the banking sector in
Lesotha. The findings revealed  (hat
taitiing. nol  only  enhances  employees’
perlormance  but wlso  positively  affects
employees motivalion and job satisiaction
within the banking secter in  Lesathg,
Therefore, the banking sector in Lesotho
should regularly allocate resources for
employees’ training based on  identified
skill gaps o sharpen employees’ skills,
knowledge, and abilitiess in order ¢
capacilate them o cope with Lhe ever-
thanging  working environment  and
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uncertain conditions: and: o smiprave their
motivation and job-satisfaction. This
study Is related 1o the present study in
erma of similarity in the instrument for
data  collection (quasliunnaire). However;:
the above study did not indicate the
tesearch  design used, as well s the
method of data analyses applicd.

In & related work Onwumelu and
Dialoke (2018) investigated the impact of
human capital ‘development on employee
perfermance of somé selectzd ol service
firms: in Rivers Stats,  MNigeria. The
population of the sludy was 150, survey
research design was. also adopted. and
the nstrument of data collection ‘was
questionnaire,  Findings  revealed  that
kraining has a positive effect on employee
performance.  This: goss lo show that
when employees are adeguately frained
on the intellectunl, personal and: technical
skills roquiréd bo conducl their Jobs, it
will definitely enhanee their performance.
The above study was conducted in
Nigerin and is very current. This study is
related to the present stidy in terms of
similatity in research design  {survey),
instourment for data collection
{questionmaire). Howaver, the above study
did not indicate the: mcthed of data
analyses applicd. Also, the findings and
recommendations of this study will go a
long  way in contbuting lo  the
recommendations  that  will be  derjved
from this present study.

Hafeer and Akbar (2015) examined the
impact  of  tainihg  on  emplayec
performance e four compnnies in Karachi,
Pakistan, For this purpose, a sample of
256 employecs was selected  through
ranclom -sampling technigues and  data
collection was done by means of a self-
administered  questivnnaire.  The  data
analysis: through BStatistical Package for
Social Scientists (SPS5} 19 version revealed
3 stakistically significanl ‘and  posilive

gircumstances.  The

0%

relationship  between  taining  and
employees’ perlormance in these four
companies. Therefore, it was cencluded
that the training of employess not only
improves efficiency and effoctiveness of
employees in performing their jobs bur jt
also enhances the efficiency of fthe
companies in which they work. This
study Is celated to the present study in
terms of similarity in instrwment for data
collection  (questionnaire), However, the
above study failed to indicale the ‘total
population of the study and the research
design used. The stody used 5PSs 19
version which showed the cause and
effect relationship between the dependent
and independent wvariables. The study
could have used coreslation to estimale
the strength and  degree  of  the
refalionship  between the dependent and
independent  variables. More so;  the
findings. and recommendations of this
study will go a long way in contributing
ta the recommendations that will be
derived from this present study,

Halidu, {2015) cartisd out an empirical
review on the impacl of imiting and
development on workers” productivity “in
some selécted NMigerfan univessities, The
findings revealed that maining and
devalopment [TORTamiies improve
employess’ skills and  performance at
work place, enhance thefr technical
knowhow/ wherewithal to withstand the
challenges of contemparary Himes, thus, an
effective taol for sustaining. and enhancing
workers  produclivity in 'the academia
The: study recommends that Tertiary
Education Trust Fund sheuld improve on
its Iraining pelicy in its eatire mamification
because in recent times, academics are
being faced with new innovations and
techno- scientific ‘developments: so as o
meet up with the changling trends and
above study was

conducted In Nigeria and is very current
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However, the siudy failed to follow the
research indigent such as research design,
totzl papulation of the study, sample size
and method of sample size determination,
method of data collection, as well ag the
method of data analysis applied, Also, the
findings and recommendalions of this
study will go a long way in contributing
lo the recommendations that will be
derived from this present study:

Theoretical Framework

Human Capital Theory

Human capital corresponds to any stock
of knowledge or characteristics the worker
has (cither innate or acqured) that
contributes to his or her productivity
(Dennison, 1998). This definitiorr  is
broad, and this has bolh advantages and
disadvaniages. The advahiages are clear il
cnables one o think of not only the
years of schooling, bul alte of a variety
of other characterisiies as pant of human
capital invesiments. These include school
quality, maining. attitudes  towards o
work, ete. Using (this type of reasoming,
one can make some progress ltowdrds
undefstanding some of the differences in
sarnings across  waorkers thal  are  nat
accounted by schooling diiferences alone,

The  theoretical framework for  the
whelesale adoption  of education and
development  policies: known as  Human
Capital Theory was based on the work of
economists such as (Becker, 1964}, Human
Capital Theary attempls to prove that
formol educallon is highly mstrumental in
improving the productive caparify of a
population. In order words, an aducated
population is 2 productive awsst for a
mtion This means that there is the nesd
to  inves{ in human capital through
education  and training so  that
productivity gains can be achieved, In
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other words, education and training
improves the quality of Iabour.
METHODOLOGY

This study used a survey research design,
and this is because the study tried tg
find out the cause and effect relationship
between the wvariables. The reason for
adopting o survey research design  is
because the information nesded in this
study Is gotten through the use of an
administered questionnaire,

The study population compnsed of four
spetions of Social Development Secretanat,
Abuja. The Social Development Secretariat,
Abuja comprises of the (ollewing seclivms.
Fimance and Administration {109 staff
members), Gender Development and
Soctal Welfare (274 staif  members),
Tourism, Arts and Culture {426 staff
members), while Spoarts  and  Youth
Development (435 staff members) bringing
it'to a 1ol of 1244 workforce.

A multistage random sampling technique
was adopled in the study The random
sampling ensures that units of the sample
are selecied on the basis of chance and
all unils have an equal chamce to be
included in the sample Under this study,
the population was  stratified  into
homopgeneaus sirata, where every element
was given equal opportunily of being
selected.

The Taro Yantane (1967) somple formule was
used in the delermination of the sample size
for the study and it 15 based an the formula:

N

n=s——-—

I+ Nfe)
Where:
r = sanple size!
N = populption size;
o= Level of precision régquired,
1=carstant
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In determining the sample sizs, the following
variables wene used:
Confidence interval = 95 %
&= Marmn of error = 0.05
Subshituting inte the formula,
- 1244
14 1244(0.05)

B 1244
T 14+1244(0.0025)
1244
TR
1244

4.11
n=302

Table 1: Sampling Distribution using Bourley's Proportional Allocation Technigue

. Sample size digtribulion usi
SN | Sections Populating f Baurlay's o
Technigue
1 Finance:and Admin Section 109 nh:w:zﬁ
) 1244
2 Gender Dovelogment and Secinl Welfare 74 nb= i =67
1244
3 | Tourism Dev, Arts & Culture I ol 3202300, 03
1244
3 2
4 Sparts and Youlh Development 435 b= M& =106
1244
Tatal 1244 anm
Sotirce: HRM Report, 5DS, 2020
The primary daty was collected through the  enly 295 returned ‘the copies of tha
use of survey questionngire by deop and pick  questionnaire. '
strategy 1o ensure high résponse rafe. Theuse  Validity Test

of guestionmaire wis Adopled Because It
engured that data collection was standardized
such that each respondent got the same
question and in the sime formt, A five- point
Likert-scale which mnges from “strongly
agrec” (o “sirongly disagree™ (5= ‘Strongly
Agree’, d= “Agree’, 3= ‘Undecided, 2=
‘Strongly  Disagree’ anH 1= Disagree”) was
used to. reflect the) agreement of ihe
respondents.

A total of 302 qlivstionnaires were distributed
using o random sampling method across the
feur  cepartmonts/sectons  of  Soclal
Development Secretarial, Abuja.  However,
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Content valldity was ulilized and measured
using opinians of experts. The insfrument was
presented (o the study supervisor and two
experts; ond in human resoures management
and onme expert in  measurgment and
evaluation.

Reliability Test
The research instrument {(questionnaire) was
subjected to pilot test so As fo ensure s

reliability, Reliability was: used to test the

extent of questions accuracy m the inslrument,
while reliakility 1s:used te test tor the internal
censiatency of each of the quesiicns (variables)
i the guestionmaire; The masl convenient
micthod for testing for the internal consislency
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is the Cronbach's Alpha, which is computed
with the following model below:
Nr

=
I+r(N=1)
Where:
o= Cronbach Alpha
N= the nurmber of items in the scale
r= the thean inter-item corrélation
A mirimum Cronbach’s Alpha value 6f 0.7 is
stated lo be raliable

Data was analyzed using descriptive statistics
{which include frequencies, percentages, mean
and ‘standard deviations) and the regression
analysis. Regréssion analysis: was utilized 1o
invesligate Ihe relationghip belween 2 range of
variables, these including an error term,
whereby o dependent variable is expressed as
a combinmation of independent or explanatory
variables, and “the unknown parameters in
the model -are -estimated, nsing observed

accept the null hypothesis and reject the
alternative hypothesis; and 1t the probability
(Sig) < 005 we accepl the allernative
hypothesis and reject the null hypothesis.

The model specifications here are formulated
Io tests the two hypotheses and they are as
follows:

EMP = @y B,0]T + p— (1)

EMP = 8¢+ B.OFT] + py——— (2

Capturing all the variables in one multiple
regression model, we have:
EMP = g+ ¢10]T + B10FT] # jte———ee (3)

Where;

EMP? = Employees’ Performance
oIT = Chi-the:Job Traming

OFI]T = Off-the-Job Training

@y = the autonompus parameter

estimate {Intercept or constant)

vatues of the dependert and explanatory @i-#y= l’nnrr?etur lfuf:fﬁc:enl.s of On:
variables” (Cooper &Schindler, 2006), To test lhe—_]ob_Trammg and Gff-the-
the hypotheres thal was ganerated from the Job Traiming

research questions of the study, t-value af the A, = Residual

rapression resull was ulilized. The decision

rule is that if the prebability {Sig) > 0,05, we

ANALYSIS AND RESULTS

Table 2: On tite Job training

ltems -] 4 3 2 il
Employees of Sedial Development | 76{27.76) TB{26.44) 44{14.92) 53(1797) +4{1::.52)
Secretaciat, Abuja have: been fully

mantored by semorsiaff : Seaoi
Management  of Social | BBRG.E3) 77(26.10] 3H11.58) 45{15.25) 51(17.29)
Development  Setretariat,  Abuja

always ensure employees jobs are
| rotated within the organization

Management of Social 79(26.78) 65(2339) 40(12.56) 49(16.61) 53(19.56)
Development  Suerciarial,  Abuja

frequently coniducts arientation and

induction  programimes  for all

emplovess

Source: Survey, 2020
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Table 2 indicates that 3685% of He
respondents strongly agreed that employees
of Social Development Secretarial, Abuja have
been fully mentored by senior staff. 2644% of
the resporidents agreed that employees of
Secial Development Secretariat, Abuja have
been fully mentored by senior staff and
14.92% of the respondents were undecided.
17.97% of the respondents strongly disagread
that employees of Secil Development
Secretariat, Abuja have nol been fully
mentared By senior staff and 14.92% of the
respondents disagreed that employees of
Social Development Secretariat, Abuja have
not been fully mentared by senior staff.

Table: 2 indicates that 29.83% of the
respondents strongly agreed thal managemenl
of Social Development Secrctariat, Abuja
always ensure employces jobz are rotated
within the organization. 26.10% of the
cespemdients agreed that management of Social
Development Secretariat, Abuja always ensure
employees jubs are rolated within the

prganization and 11.53% of the respondents:
were undecided. 15,25% of the respondents:

strongly disagreed that management of Sacial

Table 3: Off (he Job h'ninirl,g_

Development Seeratarial, Abuje do not always
ensure employees jobs are rotated within the
organization and 17.29% of the respondents
disagreed that management of Social
Bevelopment Secretarial, Abuja do not always
ensure ‘employees jobs arg rotated with the
brgamization,

Table 2, indicates that 2678% of the
respondents srongly agreed that management
of Soclal Development Secretoriat. Abuja
frequently conducts orientation and induction
programmes for all employees. 23.38% of the
respondents agreed that management of Social
Development Secretanat, Abuja fraquemtly
conducts  orientabon  and  induction
programmes for all employees ond 13.56% of
the réspdndenls wiere unplacided. 1861% of
the ‘Yespandenis strongly disagreed that
management  of  Sotial  Development
Secrefarial, Abuja do nol frequently canducts
orientation and induction programmes-for all
employees and 19.66% of the respondents
disagreed that management of Social
Development Secretarial, Abuja .do not
freguently cenduct erientation end induction
programmesfor all employees,

Items 5

¢ 3 2 1

Conférences are- used [n Sovial F1{30.65)
Drevelopment Secealartal,  Abujo
1o teainemployees

80007y | MOLSH | A3y | a(mzn

Mamagement  of Soaal | 10134.24)
Bevdlopment Segretarlat,  Abufa
always conduct  seminars Ao
introdues new methods af dolng

‘teskin the ofganizalion

T3aD) | wzpg | s | 2@l

Managemont of Socinl 99(33,56)
Development Seceetariar, Abuja

frequently wsed workshops lo

IO | (678

B930.17) S4{1831)

odhucate ¢mployers on doily tosks

Source: Survey, 2120
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Table indicates  that  3085% of the
respondents strongly agreed that conference is
used in Social Development Secrelanal, Abuja
to tramn employees. 30.17% of the respondc-nt:
agreadd that conferénces are used in Social
Development Sécretariat, Abuja o train
employees and 11.33% of Ihe respondents
were undecided. 13.22% of the respondents
strongly disagreed conferences are notused in
Social Developmenit Secretariat, Abuja to train
employess and 1424% of the respondents
disagreid thal conferences are not used in
Sorial Development Seerctariat, Abujn to frain
cmployess.

Table 3 indicates: that 34.24% of the
respondents strongly agreed that management
of Sotial Development Secretanal, Abuja
always vonducl stmninars 1o introdoce new
methods of «doing task in the orgamization
3423% of the respondents agreed (hat
management  of  Social  Development
Secretarial, Abujn always conduet seminars to
intratluce new methods of deng sk m the
organization and 1292% of the respondents
were undecided. 12.54% of the respondents
strongly disagreed that management of Soclal

Table 5: Emplaoyees Performance

Pevelopment Secretarial, Abuja do not always
conduct seminars to intraduce: new methods:
of doing task i1i the argamization and 7.11% of
the resporidents disagreed that management
of Social Development Secretariat, Abuja do
not always conduct seminars to introduce new
methods of doing task in the srgamization

Table 3; indicate that 33.56% of (he
resporidents strongly agread that management
of Social Development Secrelariat, Abuja
frequently  wsed workshops 1o educate
employses on daly tasks, 30.17% of the
respandentsagreed that maragement of Secial
Develapment Secrelariat. Abuja  frequemly
used workshops lo ‘educate employees on
daily tasks and 18.31% of the respondents
were undecided. 11.19% of the respondents
sirongly disagreed that manogement of Social
Devclopment Secremarial, Abuja  frequently
used workshops to educate employees on
daily tasks and 6.78% of the respondents
disagreed  that management of Social
Development  Secretariat,  Abuja [requently
used workshaps lo educate employees on
daily lasks.

ltems 5 3 2 1
{Enqplﬂ}'m of Secial Development | 21(3818) | 2006.36) 5009} 4720 50,06y
E'H_h:rl:h‘ll‘lﬂl,, Abuja ahvays h.u_u_' |
| postive Attitude towwands |
accomplisiring lasks RS, — | — ) E— —
Employevs of ‘Socia] Developmunt — 19(34 22{40.00] A7 4FE E{10.91)
| Secrétariat, Abujn arl commitied lo ‘
wurk AR ST (S
| Employess of Social Dua_iopmum 18{32.73) 20(3636) [. (%09 {909} | (12.73)
Seeretariat: Abujnare: satisficd with | ?
|_thuw designed rsks. b - | [ T
Sowrce: Survey, 2020
Table 3 Indicates that 3818% of the accomplishing tasks. 3636% of the

respandants strangly agreed 1t employees
el Social Development Secretariat,  Abuja
alivavs have ‘positive attittde lowards

114

respondents agreed that employees of Socid
Developiment Secretorat, Abujs always have
positive attitude towards accomplishing lasks
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Adminlstration (FCTAY, Abuja

and 8.09% of the respondents wers unidasided.
7.27% of the mespondents strongly disagroed
that cmployees of Speial Development
Secratariat, Abuja do not always have positive
altitude towards accomplishing tasks amd
908% of the respondents disagreed that
employees of Socia| Development Secretariat,
Abujn da not always have pesitive allilude
towards accomplishing task,

Table 5 dlicates that 3455% of the
respondents strongly agreed thal rmployees
of Sotial Developrent Secretariat, Abuja are
commitied to work. 40,00% of the cespandents
agreed Thal employees of Sacial Development
Secretarint, Abujy are comnutted o wirk arid
7.27% of the respondents were updecided,
7.27% of the respondents strongly Hisagresd
that  employess of Social Development
Becretarial, Abuja are notl commilled to work

Table 6: Déscriptive Statisties on the Varinkles

and 10 91% of the respondents disagreed thiat
employees-of Social Development Secretarial,
Abu are nol commilted o wiork,

Table 5 indicates thal 3273% of the
respondenis strongly agreed that employees
of Somal Development Secretarial, Abuja are
satisficdl with thefr designed tasks: 3636% of
the respondents agreed that employess of
Sottil Development Secrefariat, Abuja are
satisfied with their-designed tasks and 9.09%,
of the respondents were: undecided. 9.08% of
the respondents strongly disagreed iat
employees of Sacial Development Secretarial,
Abuja dre nat sabsfied with their desiped
tnsks and 1273% of the raspondents disagreed
that employces af Sociol  Development
Sezretariod, Abuja are not satisfied with- their
desigrud tisks,

Desetiptive Statistics

™ Minnmum Maomuim Mean Seed. Doviation
EMDP 53 1.00 500 37636 WET
oTT 25 1.00 500 28475 1 57590
QFTTT 5 1.00 B3] 37390 27005
Valid N (list wise) 55

Saurce: SPSS version 20.00

The table- & revealed that the result of
erlprive stabistics which indicated the mean
ani standand deviation as well as minimum
and ‘maximum value of the variables: The
mean valug of employeds” performance (EMP)

Test of Hypotheses
Tabl2 7 Regression Analysis

is 376, and the mwean value of on thie job
traiming (OTIT) 15 284 s the mean value of
off-theqjub trafning (OFTIT) is 3.73. The mble
also. mécorded  stondard  devialion o (s
wariables.

Model Slmmary

elulel " R Fquany

Aiustsi B Sguare Std_Ereor of the Ectimane

et

| BET

838 SU334

a2, Pradictons: {Constarl), OFT]T, OTIT
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The R* = 086 indicates that only B&% of
variation e training { on the job training and
off the jab taining) can be used to explain

Development Secretariat, Abup but 4% can
bu axplained by other factors not notad in the
regression: model which is referréd to as error

emiployees performance in Social  term.
ANOVAs
Model Sum of Squarec df Mean Square F Sig,
Regtression 228 999 2 114495 A51.57% 00
1 Resisdual 37350 147 153
Total 266 240 145

2 Dependent Varable EMP
b. Predictors: (Constant), OFTTT, OTJT

The regression resull shows that the moda! js
fit for the study singe the [(Slatishes is

implies that all the variables used in the study
is fit 1n the model and can be used to explain

significant Al 5% level of sipnificance. This  their effect on each other.
Coefficients?
Modal Unstandardized Cocfiicients Standardized ' Sig.
Coefficlonts
B Std. Evmoer Beta

{Constani) B4l Ad3 -19.027 oo
1 oTjiT 511 182 482 11066 0

QFTIT =1.662 125 552 -13.229 000

8. Dependont Variable. EMP
Source: econvmetnic output, 2020

Decision Rule; 5% level of significance
The result also shows that on the job lraiming

fmiming  on- employees' performance in
Soctl  Development  Secretariat, Abuja;

has  positive and  significant effeet on Other findings were that on the job
emplgvens’ performance in  Social raining hes positive and significant effect
Development Secretoriat, Abuja; Also, off-the-  an employees’ performance i Souial
job training has negalive and significant cffert Develapmienl Secretariat, Abufa, Also, off
on employees’ performance in. Social  the job  maining  has negative:  and
Development Secretariat, Abuja: These cffects significart sffer] an employses’
are sigruficant since the Pevalues are less than performance in Social  Developnvent

5%. Thug, we concluded (hat on-thesjob
tralning has positive and signlificant effect on
employees’ pesiormance in! Soclal
Development Secretarial. Abuja. Also, off-thes
jub training has negative and significant cffect
on employees’ performance  in Social
Development Secretarial, Abuja.

Discussion of Findings
The resulls of the analysis iridicate that
thera is positive and significant effect of

216

Secrelarial, Abufa. The study is in line
with' the finding of Mamofokeng: Lirs;
and Rammuso: (2018) whe found thnt
there is -statistical positive. and signilicant
effect of the variabless The study is also
in ardem: with human capital theory.



Etfect af Tralning an Emaloyee Performante in Soeiol Davalogment Seerebiriat; Feders! Eagital Terdltory
Adminlstration (FETA), Abola

CONCLUSION AND
RECOMMENDATIONS

The study concluded that the training had a
positive  and  sigmficant effect orf the
productivity of Abufa's Social Development
Secretariat stafl. Other Andings shewed on
the-job Lraining had a positive and significant
Impact on the productivity of Abyja's Social
Davelopment Secretarlat staff. In addition; on-
the-job (lraining adversely affects and has a
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