Chapter One

Introduction
1.1 Background to the Study
Businesses exist to meet the needs and wants of a society. Today business has great
importance in our lives, and we can easily see that people who own business are much
more successful in their lives. Business in this context means an orga%v}mn or
enterprising entity engaged in commercial, industrial, or professional . '1\3@ In other
words, business also means the organized efforts and activitie§ @b{iduals to produce
and sell goods and services for profit’>. Businesses ra@n scale from a sole
proprietorship to an international corporation. ‘ ,$%

S

In recent years, the Nigerian economy has witnesséd significant growth, with the private
sector playing a pivotal role in driving t@ansion? The Southwest region, comprising
states such as Lagos, Ogun, Oyo,@, Ekiti, and Ondo, has emerged as one of the
country's leading economic hw tracting investments and job opportunities. In Nigeria,
the private sector is the «Ast'l)eam for job creation and accommodation of the workforce
yet work experie@gd job performance in the private sector is grossly understudied.

The sect @ains crucial for progressive transformation from primordial to

co%@a society*.

Employees’ efficiency are better enhanced by tacking their performances being a good
human resource practice. To improve the effectiveness of an organization, new research
interest is now being developed to thoroughly examine this. Different management

terminologies have been traced to the performance of employees like; employee



empowerment, the pattern of management, overall quality management, work experience,
job performance, job satisfaction etcetera. Different studies have postulated that
organizational objectives are better achieved with highly experienced employees.
Conversely, highly experienced employees are complacent with their jobs/ and
committed to their careers and employers respectively. Previous findings have revealed

that a good indicator of attitude to work among employees is the ability of m%@ers to

recognize the importance of the work experience of employees®. E‘\QO

The experience of employees and the nature of their commitme\&&gﬁ’e organization are
good indicators of unjustified lateness, non-permissive abs%&%rom work and not being
able to deliver on job functions. Teamwork i @i;ed in some organizations for
continuous improvement of their products and sésvices and also for all of their other
organizational functions. One of the @g}ﬁ portant indicators of the success of
companies is the effectiveness of th(%‘ m. Terminal employment where workers he not
fully employed is a huge cha’ﬁ%&mong workers in Ibadan and Lagos, Nigeria. This is
not unconnected to why uCtivity and earnings are so low that a worker cannot make a
decent living in t@m 1 job and therefore need to work longer hours or multiple jobs

to survive®. 6\'

F %stiﬁcations given for this do not utilize the skills and degree of education and
experience of workers. However, to reduce poverty and improve equitable development
in Ibadan and Lagos there must be provision for decent work. The private sector in
Ibadan and Lagos is made up of several investors in ventures that include; Agribusiness
and agro-allied industries, Construction, ICT and Digital Jobs, Wholesale and retail trade,

Telecoms, and education, Health, Oil and Gas, Transportation, Hoteling and tourism
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etcetera. The government of Lagos state is committed to reducing acute unemployment.
Several employment intervention policies have been helpful for job creation in the state.
To achieve economic growth and development, addressing the challenges of

underemployment and unemployment is necessary.

But labor unions such as the Trade Union Congress (TUC), and Lagos Count@the
state frown at the nature of labor practices by the private sector such as imization
sexual harassment of workers, deliberate disengagement, casualizaf%'v\vitch-hunting,
and character assassination’. These labor unions condemned a@sﬁy employers that
was antithetical to the tenets of decent work as guarantee@;%everal labor legislations.
Particularly, the enabling policies of employment in‘:@ s state will enhance incentives
for the private sector to report sustainability an Qular economy.
N

Although both the private sector a @Wmment need to be accountable and go
beyond policy-making to monito@ﬁ improve performance®. State and non-state actors
like NGOs and civil society Mzations and other key players in the private sector need
to address challen e@qo job performance and work experience. The youth are

éf)the population in Ibadan facing high rates of unemployment.

about 50 percg{td
Considex’%g ever-growing population, decision-makers need to understand both the

ch@ and the opportunities that characterize youth employment in Ibadan’.

No formal education has been received by much unemployed youths in Lagos and Ibadan.
Many of them simply venture into the urban centers in search of income opportunities
and end up taking up informal jobs. Another notable challenge is that the jobs available

for most graduates that are well qualified cannot go round to accommodate all. Many do



not possess the required work experience after graduating from tertiary institutions and
do not also have the essential life-coping and soft skills required to secure or retain
employment for several years. As a result of this, most youths are rendered non-
employable irrespective of their educational qualifications. This is why most youths are

not gainfully employed.

Even when many organizations claimed they accept a student for an in ’g\,such
opportunities are not readily available. The informal, unstructured,‘%})orly guided
nature of most of these internships often defeats the purpose, as @sﬁuths lose interest
and are then perceived as truants by their employers®. Ther%&%me headway being made
as well: some social enterprises are taking the le @ggaging government and private
organizations on the need to advance structuréd” internships, while also providing
employability skills training and sc@)&oﬁrk initiatives for the youth. Many
stakeholders need to be drawn in%qoi%viding structured internship opportunities as a

means of building workforce&n%encew.

0\

Organizational coo e@ also required in workforce technical training. This training
will help poteq{tiw)orkers to build established skills for decent jobs. Although the
trained p@workers may end up in the informal sector, they will serve as productive
m he contemporary society rather than being a threat to it. Being an attractive
investment destination with many prospects, Nigeria should be an essential component of
every African strategy. Nigeria is the fourteenth largest economy in the world with a

huge population of young, energetic, and entrepreneurially skilled workforce with

motivated minds!!.



Unlike other countries, the economic impacts of the COVID 19 pandemic weren’t as bad
as in other climes. Although most businesses are greatly hampered, trades were slowed
down, supply chains were disrupted leading to varying levels of uncertainty for
businesses. As a result of organizational workforce downsizing, job security was not also
assured. %

1.2 Statement of the Problem . Q%'&\
Although unemployment in Nigeria has been alarming non-implementati 'ka population
control policies and the huge availability of unskilled labor ha\'lx ?)ntributed more to
this. Nigeria's economy lacks the required capacity t.o i@w productive employment
that can consistently mop up labor. Nigeria is an @economy and the decline in the
rural economy due to widespread insecuri.ty rural-urban migration has worsened the
country's unemployment rate. A dearth %xestors and employers of labor is among the
factors reinforcing the current un yment profile of Nigeria. The approaches and
strategies deployed by the g(%hent and private investors to create jobs are also faulty
and require a compre %Q overhauling. They are not formulated to address the

inherent Weakne% in the socioeconomic fueling unemployment and lack of

productivit% 6\'

Athe fact that teams in the private sector are usually expected to improve
organizational effectiveness, several challenges exist for job performance. Those
problems include social barriers and communication breakdowns that can deter group
cohesion. Another problem teams experience is a lack of visible support and commitment

from top management. Although having the right inputs available to a team is important,



it is not a guarantee of effectiveness, since the group process counts too. Employability
skills are important, as the labor market is intensely competitive, and employers are
looking for young talents who are flexible, proactive, and willing to take initiative. While
education and experience make people eligible to apply for a job, there is a need to
develop soft skills that make them employable. As a general rule, employers are willing
to teach job-specific skills. Employers usually want to see that candidates o%éh%mts

have the other soft skills before hiring, because they are much harder to QO

This research seeks to understand how the work experience K@sined and unskilled
workers affects their job performance in the private sectoré@dan and Lagos, Nigeria.
Focusing on Lagos and Ibadan for this study is im o@because both cities are the most
populous in the South West of Nigeria and érovide a proportionate analysis of
private sector experience in the two cities Q‘lsu hecan be generalized to the entire private
sector in the country. Using the V%%' s of "work experience" and "job performance"
that are solely reliant on tﬂ\% r factor of production, this study strives to gain
groundbreaking insight the challenge of employee productivity that can offer
ble ?

solutions to the the private sector in Nigeria.

p
1.3 Aima%&iectives the Study
Tf the study is to investigate the role of work experience and job performance in

both private sectors south west in Nigeria between 2000-2022. Specifically, the objective

of the study is to:

1. eetermine how has the duration of work experience influenced job performance

trends in the private sector of the Southwest region in Nigeria from 2000 to 2022



ii.  identify the key factors within the private sector in Southwest Nigeria that have
contributed to variations in job performance among employees with different
levels of work experience within the period under consideration.

iii.  investigate the extent at which changes in technology and industry dynamics
impacted the relationship between work experience and job performance in the
Southwest region's private sector. &b

iv.  examine how the quality of training and development program . %ployees with

varying work experience levels in the private sector of S tl%west Nigeria evolved

from 2000 to 2022, and how does it correlate with j ob.@hrmance outcomes.

1.4 Research Questions . '$%

1.  How has the duration of work experien@ﬂuenced job performance trends in
the private sector of the Southwesta @n Nigeria from 2000 to 2022?

ii.  What are the key factors witl%‘,'he private sector in Southwest Nigeria that have
contributed to Variat%%%)b performance among employees with different
levels of work exp, 'eng:e within the period under consideration?

iii.  To what e @%&: changes in technology and industry dynamics impacted the
relatio%ip between work experience and job performance in the Southwest
regien's private sector?

i\Q—Iow has the quality of training and development programs for employees with
varying work experience levels in the private sector of Southwest Nigeria evolved

from 2000 to 2022, and how does it correlate with job performance outcomes?



1.5 Significance of the Study

The study on work experience and job performance in the private sector of South West
Nigeria holds significant implications for various stakeholders, including businesses,
employees, policymakers, and researchers. The study 1is significant because
understanding the relationship between work experience and job performance.ca‘nbhelp
organizations in the South West Nigerian private sector identify and le@ their
workforce's strengths. By optimizing talent management practi }in nies can

enhance productivity and competitiveness, leading to overall e&)n@ic growth in the

region. \
&

For employees, this study will shed light on the 1 ce of continuous learning and
skill development. It emphasizes the Valu? otﬁgzumulating work experience to improve
job performance and career advanceme@ortunities, motivating individuals to invest
in their professional growth. Poli ers and governmental bodies can utilize the
finding of the study to desig geted policies and initiatives aimed at fostering skill
development, job creati Q,sr?d economic stability within the Southwest region. This
research can gui(Qtye allocation of resources for vocational training and educational
programs. 6\'

Th@ will also contribute to the academic field by adding empirical evidence to the
existing body of knowledge on work experience and job performance. Researchers can
use this study as a reference point for further investigations and explore the applicability
of its findings in different contexts. The lessons learned from this study can extend

beyond Southwest Nigeria and benefit other regions and countries experiencing similar



economic transitions and workforce challenges in the private sector. In summary, the
study's significance lies in its potential to drive economic growth, empower employees,
inform policymaking, advance academic research, and offer valuable insights into the
relationship between work experience and job performance in the context of a rapidly
evolving private sector in South West Nigeria. %

1.6 Scope of the Study . Q%'&\
The scope of this study on Work Experience and Job Performance in S 'lkest Nigeria's
Private Sector focuses on a comprehensive analysis of h‘o@?ndividual's work
experience influences their job performance within a sp @geographic and economic
context. It entails an examination of the private se o@he Southwest region of Nigeria,
considering factors such as industry dive.rsitxxﬁforce demographics, and economic
fluctuations. The scope of the study sh@%nﬁned to a twenty (20) year period. The
22-year scope of the study on wor rience and job performance in the private sector
of Southwest Nigeria, spanningfrom 2000 to 2022, provides a holistic examination of the
long-term dynamics wi A&)ﬁ region's workforce. It allows for an in-depth analysis of
how work experi@g%s evolved in response to economic, technological, and societal

changes. nally, it enables researchers to assess the enduring impact of policy

in‘%@ns, economic cycles, and generational shifts on job performance.

1.7 Limitations of the Study
The study on work experience and job performance in the private sector of southwest Nigeria
faces several limitations. Firstly, the research’s cross-sectional nature may not capture long-

term career trajectories adequately. Additionally, self-reporting bias could affect data



accuracy, as participants may overstate their work experience or job performance. Sampling
bias might also arise, given the challenges of accessing a representative sample across
various industries and regions within Southwest Nigeria. The study’s 22-year scope may
overlook more recent, impactful changes in the workforce landscape. Lastly, external factors
like economic policies and global events could confound the relationship between work

experience and job performance. Recognizing these limitations is crucial for i@eting and

applying the study's findings effectively. E‘\QO

1.7 Operational Definition of Key terms * @“

Work Experience: Work experience refers to the. ;&QZ}&I knowledge, skills, and
expertise acquired by an individual through thei ent, internships, or on-the-job
training. It encompasses the hands-on le.agn& and exposure to real-world situations
within a specific field or industry. Wor@ence is paramount in job performance as it
provides employees with the abili apply theoretical knowledge to practical tasks,
enhancing their effectiveness andefficiency. It enables individuals to adapt to various job
requirements, solve co@?)roblems, and make informed decisions. Moreover, work
experience often s% in improved confidence and job satisfaction, contributing to
higher pr Qty and overall career growth. Employers value candidates with relevant

wc@rience as they are more likely to excel in their roles and positively impact

organizational success.

Job Performance: Job performance refers to an employee's ability to execute their work
tasks effectively and efficiently, meeting or exceeding the set expectations and standards

within their role. It encompasses various factors, including task completion, quality of
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work, productivity, interpersonal skills, and adherence to organizational goals and values.
In both the public and private sectors, job performance is crucial. It directly impacts an
organization's success, service delivery, and reputation. High job performance leads to
increased productivity, customer satisfaction, and cost-efficiency, contributing to overall
effectiveness. In contrast, poor job performance can result in inefficiencies, customer

dissatisfaction, and financial losses. Therefore, fostering and evaluating job p%g ance

is vital for achieving objectives and ensuring the success and sustai of any

.@w

Employee Performance: Employee performance refersé&e overall effectiveness,

organization, whether public or private.

productivity, and contribution of an individual i‘@l organization, encompassing
their ability to meet job expectations, accomplish tasks, and achieve specific objectives. It
includes factors such as skills, knowlee.e-)ﬁﬁt de, and behavior in the workplace. In
both the public and private sectors, @oyee performance plays a pivotal role. It directly
impacts service quality, ope(zﬁb{l%efﬁciency, and the attainment of organizational goals.
High employee perfor e“enhances public trust, customer satisfaction, and cost-
effectiveness. Coﬁe&y, subpar performance can result in decreased efficiency and
effectiven .@Yefore, evaluating and improving employee performance is essential for
the SHC@S d reputation of any organization, whether it operates in the public or private

sect

Private Sector: In the context of this study, the private sector refers to the segment of an
economy that is owned and operated by private individuals or non-governmental
organizations, rather than the government. In this sector, businesses and enterprises are

typically motivated by profit and compete in the marketplace. It encompasses a wide
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range of industries and activities, including manufacturing, services, retail, finance, and
technology. The private sector is characterized by its autonomy, flexibility, and market-
driven approach, where decisions are often influenced by supply and demand forces. It
plays a significant role in economic growth, job creation, and innovation, making it a

vital component of most modern economies.

&

@%
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Chapter Two
Literature Review

2.1 Conceptual Review @'&ib
2.1.1 Employee Performance . ‘\QO

In the age of global competition, it is very essential to identify ndﬂr tain the efficient,
competent and knowledgeable employees in organization l{@vc\‘l ing and maintaining
an effective compensation program for getting th%g? job performance from the
employee!. Employees are the organization’s M@%ﬂce, they are the blood stream of
any business. The accomplishment or d}i\{'&g of the firm depends on its employee
performance. Hence, top managemeg' ized the importance of investing in training and
development for the sake of im@%g employee performance. The success or failure of

organizations center on the ability of the employers to attract, retain, and reward

.\
appropriately talefte@c mpetent employees.

Employeez’ @Epgness to stay on the job largely depends on compensation packages of

the or%1 tion?. In an attempt to ensure employees optimal performance and retention,
o@aﬁons need to consider a variety of appropriate ways to reward the employees to
get the desired results®. It has been argued that the degree to which employees are satisfied
with their job and their readiness to remain in an organization is a function of

compensation packages and reward system of the organization®.
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Employee performance is conceived as how an employee fulfills their job duties and
executes their required tasks. In other words, it refers to the effectiveness, quality, and
efficiency of their output®. Performance also contributes to our assessment of how
valuable an employee is to the organization. Each employee is a serious investment for a
company or organization, so the return that each employee provides must be significant.
Performance comes from the word job performance or actual performance g@ means
work performance or actual achievement achieved by someon.‘$@nitions of
performance (work performance) is the work quality and nti'gy achieved by an

employee in carrying out his function in accordance with the@enmbilities given to him®.

Performance is the result or level of success of a perso@ a whole during a certain period
in carrying out tasks compared to various poss@es, such as work standards, targets or
targets or predetermined criteria that .%%n mutually agreed upon’. Furthermore,
performance is basically what employees do or do not do. Performance management is the
entire activity carried out ir%;(g\'ie the performance of a company or organization,
including the performan of,$ach individual and work group in the company®. Employee
performance is Q@% what employees do in carrying out the work done by the
company. Pe%qnance in carrying out its functions is not independent, but always relates

to employee job satisfaction and the level of reward given, and influenced by individual

sk@%hties, and traits’.

In another definition, employee performance means employee productivity and output as a
result of employee development. Employee performance will ultimately affect the
organizational effectiveness!’. Many other research work on productivity of worker

highlighted the fact that employees who are satisfied with their job will have higher job
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performance, and thus supreme job retention, than those who are not happy with their jobs.
Moreover, it is stated that employees are more likely to turnover if they are not satisfied
and hence demotivated to show good performance!!. Employee performance is higher in
happy and satisfied workers and the management finds it easy to motivate high performers
to attain firm targets. The employee could be only satisfied when they feel themselves

competent to perform their jobs, which is achieved through better training pro@h.

Performance of the employee is considered as what an employe '&d what he
did not do. Employee performance involves quality and qu.ar@)ﬁoutput, presence at
work, accommodative and helpful nature and timeliness of&%}t. A study revealed that,
performance of the individuals cannot be verified. S‘l@ly he asserts that organizations
can use direct bonuses and rewards based Qﬂdividual performance if employee

performance is noticeable!’. In a sci;g\,p sition, a study investigated employee

performance and revealed that, acknéwledgment, recognition and reward of performance

of employees direct the disc@% between employee productivity!3.

Performance is one mea of actual behavior in the workplace that is multidimensional

in nature, where@;%m nce indicators include: quality of work, the quantity of work,

working gménd cooperation with co-workers. Explanations of these performance

indicaﬁ@s

Q Quality of work, the provision of quality products is a demand for the organization
to survive in various forms of competition. Increased purchasing power and the
existence of consumer support to the existence of the quality of work offered will

further enhance the sustainability of the organization in achieving the goals set;
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2. The quantity of work, the quantity of production will determine the ability of the
organization to dominate the market, so with the quantity of work that can be
produced the company is expected to give a positive impression to the position of
products in the market;

3. Working time, determining the most efficient and effective working time at all
levels of management, is the basis for an employee in completing @ﬁct or
service he or she is responsible for; . QO

4. Cooperation is a demand for the success of the company in<achieving the goals set,

. 4%%
good cooperation will provide confidence in Vari’{%\ames concerned, either
directly or indirectly with the company!'4.  * '\QQ
Companies must be able to build constmctive%‘% conditions with high commitment

and consistency to all levels of manage@ged on the definition of concepts that have

been expressed by experts, it can be% ized that, performance is the work achieved by
a person both quantity and (@ in carrying out tasks in accordance with the
responsibilities imposed %)and how much they can contribute to the organization.
Performance is a a@ chieved by a person in carrying out the tasks assigned to him

based on his skills,;"€xperience, sincerity and time'®. It must be noted that, performance is

also inl’%g by several factors, especially motivation, ability, skills, social security,

ction and achievement opportunities.

2.1.2 Factors Associated with Employee Performance
i.  Job Stress
Job stress is produced when one cannot properly coordinate available resources and job

demands with personal abilities. It is derived from a situation of job environment that
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poses threat to an individual. Some companies may demand achieving a certain level of
work, while their employees may be unable to cope with the given tasks. It is said that the
demand exceeds the capacity of an individual which simultaneously fails to satisfy the top
management. Moreover, job stress has been known universally as a social problem which

has a combination of factors that disrupts the workers physically and psychologically and

affects their health care as a whole'®. Q’}\
This is in line with the studies that have been conducted on the effec sttess in terms
of medical matters such as heart disease, gastroenteritis,e Qisorders and other

accidents that will decrease the rate of job performance, a@&»ﬁncreased rate of absence
and job displacement!’. However, it has been said @ small amount of pressure can
bring about an increase in personnel’s efﬁc'@ while too much pressure results in
negative mental and physical changeslﬁ)@o ntial of job stress could arise from three

aspects such as environment, or tional and individual (employee) factors. The

possibility of stress affectin&% performance is great. Each individual is exposed to a
range of stressors both a%vo,‘rk and in his or her personal life which ultimately affects
work performan@Q’Q

ii. Moti a@a

Motiv%)n is the willingness or desire to do something, conditioned by the activity or the
a& to satisfy some needs. The studies on employees’ motivation have widely been
practiced in today’s enterprises across all sectors, regardless of their size. Those
enterprises realized that the actions of motivating their employees are crucial in order to
achieve the organizations’ goals'®. The motivated employees relate to the manners of self-

satisfaction, self-fulfillment and commitment that are expected to produce better quality of
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work and oblige to the organizations’ policies which will extensively materialize
efficiencies and competitive advantage. Motivation increases the job involvement by
making the work more meaningful and interesting as well as the fact that it keeps the

employees more productive and improves their subsequent job performance?®.

The employee motivation is obviously important. In fact, it is one of the most iy&ortant
and essential factors for the achievement of employees, and ultimately the @izational
targets and goals?!. Motivation to work, whether intrinsic or extrinsi %essential in
the lives of workers because they form the fundamental re.as@m working in life. It
represents the complex forces and needs which provide &K%\ergy for an individual to
perform a particular task. Moreover, employee H&@vation serves as an essential
component of business operations whereby high motivation coincides with job satisfaction,
a sense of pride in one’s work, a life@g\‘ﬁ‘nitment to organization which enhances

performance and productivity. 5

2.1.3 Job performance \)Q)(bd

In order to achieve continuoys improvement, employee performance must be regularly
evaluated and W\@t)@hb performance is defined as the ratio of output to inputs and
benefits to c%\ﬁ is an overall measure of the ability to produce a good or service. More
speciﬁca‘lﬁob performance is the measure of how specified resources are managed in
0@0 accomplish timely objectives as stated in terms of quantity and quality?’. Job
performance may also be defined as an index that measures output, that is, goods and
services relative to the input labor, materials and energy, used to produce the output. It is

simply a quantitative relationship between output and input?.
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This definition enjoys general acceptability because of two related considerations. One of
such consideration is that, the definition suggests what job performance is thought of to be
in the context of an enterprise, an industry or an economy as a whole regardless of the
type of production, economic or political system. The last definition of job performance
remains the same as long as the basic concept is the relationship between the quantity and

quality of goods and services produced and the quantity of resources use&'ﬁé\)roduce
them?*, E‘\QO

In another definition, Job performance is seen as the relat.io@-between the output
generated by a production or service system and the input p&g'y}éd to create this output. It
is thus seen as the efficient use of resources - lab.oht;capital, land, materials, energy,
information - in the production of various go@nd services. Higher job performance
means accomplishing more with the same @n of resources or achieving higher output
in terms of volume and quality for ‘W@ame input®. Similarly, another prominent scholar
opined that job performanc%%%elationship between results and the time it takes to
accomplish them?®. Tim q,ﬁten a good denominator especially because, it is a universal
measurement, a 't@ond human control. The less time taken to achieve the desired

result, the m roductive is the system. Regardless of the type of production, economic

or politicaksystem, the definition of job performance remains the same.

J (@t%rmance 1s a comparative tool for managers, industrial engineers, economists and
politicians. It compares production at different levels of the economic system (individual
and shop-floor, organizational, sectoral and national) with resources consumed. Job
performance was defined as a ratio of some measure of output to some index of input use.

Put differently, job performance is nothing more than the arithmetic ratio between the
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amount produced and the amount of any resources used in the course of production?®. This
conception of job performance goes to imply that, it can indeed be perceived as the output

per unit input or the efficiency with which resources are utilized?’.

In effect, job performance becomes the attainment of the highest level of performance

with the lowest possible expenditure of resources. It represents the ratio of the quality and

quantity of products to the resources utilized. It is evident in the lite on job
performance that almost all the definitions of job performance ft '}r utputs’ and
‘inputs’. Unfortunately, definition of either output or input QI' may sometimes pose

more difficulty to the understanding of what job performa&%ls For output, it is in the
form of goods if visible and services if invisible. In «Asn the other hand is less easily
defined. Since production (creation of goods and\services) is a team effort thereby making
the demand for inputs to be interdepe .mskar us elements (inputs) are involved in the

production of output?®. This make%ve definition of input more complex than that of

output. \)@cbd

To ease this problem %{.ﬁmg inputs, it is a common practice to classify inputs into
labour (human r@ces), capital (physical and financial assets), and material resources.
Again, in %empt to circumvent the difficulty of defining inputs, job performance is
SO t'@s defined as goods and services produced by an individual in a given time. In
tlﬁnse, time becomes the denominator of output with the assumption that capital,
energy and other factors are regarded as aids, which make individuals more productive®.
It see job performance as a more intensive use of such resources as labour and machines

which should reliably indicate performance or efficiency if measured accurately.
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However, it is important to separate job performance from intensity of labour, because
while labour job performance reflects the beneficial results of labour, its intensity means
excess effort and is no more than work “speed-up®®. The essence of job performance
improvement is working more intelligently, not harder. Real job performance
improvement is not achieved by working harder for this will result in very limited
increases in job performance due to man’s physical limitations. Job perform%g\ogfers to
a measure of the quantity and quality of work done, bearing in min ¢ Q@t of capital
: @w

&

2.1.3 Employee Productivity Q

The concept of employee productivity, .g@y originate from two key words namely;

used.

Employee and Productivity. An em@ee simply means an individual who works part-

time or full-time under a %@ of employment, whether oral or written, express or

implied, and has recognizedyrights and duties. Another name for an employee of an

organization or i@i)@%is ‘a worker’. An employee is an individual who was hired by

an employer o a specific job’!l. The employee is hired by the employer after an
&

applicatiomand interview process results in his or her selection as an employee.

Q
P@tivity on the other hand describe various measures of efficiency of production. It is
also defined as the efficient use of resources, labor, capital, land, materials, energy,
information, in the production of various goods and services?!. To this extent, productivity
is an assessment of the efficiency of a worker or group of workers. From the foregoing,

employee productivity can be said to be the workforce productivity or an assessment of
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the efficiency of a worker or group of workers. Productivity may be evaluated in terms of
the output of an employee in a specific period of time. Typically, the productivity of a
given worker will be assessed relative to an average for employees doing similar work,
because much of the success of any organization relies on the productivity of its

workforce; thus, employee productivity is an important consideration for businesses and

organizations. Q’)&{b

Meanwhile, it is imperative to point out that employee productivityd 'h?@iving force
behind an organization’s growth and profitability. It is al.so&lwas the relationship
between output of goods and services of workers of t@'}ganization and input of
resources, human and non-human, used in the prodﬁo@%process. It is on this basis that
employee productivity is seen as the measure@% resources are brought together in

organizations and utilization for acconi;@t of a set result. It is reaching the highest
ndi

level of productivity with the least e%' ture of resources®!. In other words, productivity
is the ratio of output to i pu&ployees are expected to produce value for their
employers’ business Valg%hgst exceeds the cost of keeping them on the payroll. In every
organizations angd @ms, employees are expected to be productive. Employers often
have a pressi%geed to understand how productivity of their own employees is defined,

measured enhanced.

E@%es are considered assets of a company as much as a company’s product or service
portfolio, and they can make or break a company. As such, a company or institution that
invest in its employees should also expect to get a return on that investment through their
employees’ productivity. In most cases, the productivity of an individual will be assessed

in comparison to the average output of other employees doing similar work. It is generally
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measured by a ratio of outputs produced to resources used. While, effectiveness is the
degree to which a goal is achieved and suggests a quality of output measurement against a

defined standard. It means doing the right thing.

Improving employee productivity has been one of the most important objectives for
several organizations. This is because higher levels of employee productivity .prE%i‘de an
organization and its employee with various advantages. For instance, higk@lctivity
leads to favorable economic growth, large profitability and better soei '}9 ss*2. In the

education sector, however, employee productivity is indeed Qee@b@cause the more the

productivity that is, impacting knowledge in the stude&&é\he more the school is
e
Q>

Employers should consider investing in workfofee/engagement, because recent research

patronized.

on this topic have clearly indicated @)\%@r is a positive association between work
engagement and performance outc%s, such as employee retention and productivity32.
Work engagement has beco&%of the main challenges or activities that need to be well
managed to fulfill orgam'%tim objectives. One of the key issues that most organizations
face nowadays i@%e o improve employee productivity. In actual terms, productivity
may be eval in terms of the output of an employee in a specific period of time. It can
also b%ﬁed to the amount of units of a product or service that an employee handles in
a ed time. Higher productivity results in economic growth, higher profitability, and
social progress. It is only by increasing productivity that employees can obtain better

wages or salaries, good working conditions and larger employment opportunity??.

2.1.4 The Importance of Productivity on Organizational Performance
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In order for a business to make a financial sense, employees must produce value for the
business that exceeds the cost of employee wages. In this way, an employee is an
investment, and the investment should, in practice, provide a worthwhile return to the
company. This can only happen if an employee is productive. Thus, the importance of
productivity in an organization lies in the difference between an employee making the
company profit and the employee costing the company money**. When e%kxees are
productive, it can increase the company’s revenue, and in turn, the co ay choose
to offer incentives to its employees. Failing to reward a productl sta can ‘demotivate’
the whole team. Hence, if a company shares some of its s w1th employees in the

form of pay raises, bonuses and improved benefi Q%ﬂiployees can become more

motivated and increase productivity. @

Additionally, this increased revenue c @n the company growing and bringing on
even more employees. Productive employees can also benefit customers because highly
productive employees provide dier and higher-quality customer service than those
who are unproductive oyees are rewarded for their productivity and are highly
motivated, this ¢ @%n even better customer service and interactions. As the success
of an organiz@ relies mainly on the productivity of its employees, therefore, employee

productiv as become an important objective for businesses?>.

QO
Zﬁactors Affecting Employee Productivity
Employees do not perform in a vacuum. There are a variety of factors, personal, company-
based and external factors that affect their performance. Identifying these factors can help
improve recruitment, and organizational result on productivity.

1. Job Fit
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Employees must be qualified to perform a job in order to meet expectations. The best fit
for a job is identified by skills, knowledge and attitude towards the work. If an employee

is in the wrong job for any of these reasons, results will suffer.
2. Technical Training

Employees can bring skills to a position but there are likely to be internal, org%%on or
industry-specific activities that will require additional training may be «at %&cruitment
stage or an internal training. If a process requires a new software package it is unrealistic
to expect employees to just figure it out; adequate training sh@g? provided for them.

Hence, the result will be an increase in the productivity &@organization“.

3. Clear Goals and Expectations @6\

When everyone understands the targets and@cted outcomes, it is easier to take steps to
get there and measure performance lcgjhe way. Organizations without clear goals are

more likely to spend time on tasl@t do not impact results.

4. Tools and Equipment \)

.\
Just as a driver @icle in operating condition, employees must have the tools and

equipment ne%\s'ary to excel in their specific jobs. This includes physical tools, supplies,
software information. Outdated equipment or tolls will have a detrimental effect on

t@%ctivity of the organization.

5. Morale and Company Culture

Morale and company culture are both difficult to define but employees will be able to
report when they are poor or positive. Poor morale exists when there is significant whining,

complaining and employee do not want to come to work. On the positive end, the
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workplace is energized by a sense of purpose and teams that genuinely want to work
together to achieve better result®.
2.1.5 Public Service in Nigeria
The Nigerian public service is a product of colonialism, established as an instrument of the
British colonialist, from the late 19th century. The system of state enterprises begun in
1898 when the British colonial administration undertook the railway trar@prmect
from Iddo in the capital city of Lagos to the hinterland. This was fol% al mining,
electricity and marine ports. All these enterprises were e hs ed primarily as
administrative organs for facilitating trade and commer&%\mtwltles of the colonial
government®’. QQ
In 1949, the Commission into the colliery troub% lated the idea of public corporation.
This concept was borrowed from the Brit @bour Party rationalization of British Coal
in 1947, electricity in 194938, Subs%@ in 1950s, the following public corporations
were established in ngerla Ni Coal Corporation; Electricity Corporation; Nigerian
Cement Company, Nigerian R 11way Corporation, and Nigerian Ports Authority. All the
& by Boards. Since then, more corporations have been

corporations weri()
established ba national interest?’.

Some s@ovemments have also established public corporations to actualize their
dental interests. There is a general opinion that most of the public enterprises
have failed to deliver on the purposes for which they were established. Management
ineffectiveness and inefficiency have been advanced by practitioners and researchers of
public enterprises as the bane of the Nigerian public sector. Former president of Nigeria,

Olusegun Obasanjo observes that: “Nigerians have too long been feeling short-changed by
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the quality of public service. Our public offices have too long been showcases for
combined evils of inefficiency and corruption, whilst being impediments for effective
implementation of government policies. Nigerians deserve better and will ensure they get

what is better”*°,

The public service which was seen as the custodian of rules and regulations and the,engine
of the development had lost its prestige and confidence. The afterm.ath @‘l}s is the
invention of series of reforms which, have led to privatization, d%})?\@ and right-
sizing of the public service and even minimizing the role.of\t%public sector in the
national life”. In Nigeria, we are living witnesses of the %%\commercial banks in the
1990s, the inability of the re-branded National El.eb{ Power Authority (now called
Power Holding Company of Nigeria) to meet t wer requirements of the country, the
inability of Nigerian National Petroleu ( %y and other parastatals in the oil and gas
sector to provide quality and regulat\supplies of petroleum products, the failure of our
national shipping lines and%gés to provide quality services and remain competitive

globally, to mention but afew!'.

The concept of @%n is old fashion. It was based on the notion of superior private
sector effi eé(\' Evidence from studies done by the International Monetary Fund (IMF)
shows@at, there is a consistent stream of empirical evidence consistently and repeatedly
showing that there are no systematic significant differences between public and private
operations in terms of efficiency or other performance measures*?. The theory behind the
assumption of private sector superiority is also being shown to have serious flaws.

2.1.6 The Public and Private Sector in Nigeria
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The public sector consists of governments and all publicly controlled or publicly funded
agencies, enterprises, and other entities that deliver public programs, goods, or services.
After the achievement of independence by most African countries in the late 1950s and
1960s, the public sector was widely regarded as the pivot that would promote
socioeconomic development*3.

The basic function of the public sector, which comprises a number of instit@for the
making and implementation of decisions with regard to interests of va td\@%‘tds, was to
provide goods and services to citizens based on “realization .an%gesentation of public
interests and its possession of unique public qualiti \compared to business
management”**,  With the support of donor counﬁ@gﬁtes had become involved in
virtually every aspect of the African econom@& end of 1960. The Nigerian Civil
Service which is the mainstay of the p bl;')!\\s‘%)tor in Nigeria is characterized by unclear
mandates and guaranteed jobs, whi igt times can be traced to political connections

instead of competency, ade@it) and performance®. These; the unclear mandates and
g

owing huge number of civil servants.

.\
Furthermore, un @%ates and guaranteed jobs resulted in unskilled and unmotivated

guaranteed jobs, resulted §1
civil servant%ugve caused an inefficient public goods and service delivery™. The
Nigerian €1vil Service was described as being oversized and poorly remunerated which
re@‘ in poor service delivery. Public sector recruitment under military regimes had
resulted in an oversized and under skilled work force in which often did not have the

appropriate technical skills needed for their assignments*’. The hallmarks of public

enterprises in Nigeria include: low profitability and low efficiency, poor accounting and
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reporting systems. The reasons for these lack of accountability and poor management due

is to political and bureaucratic interference*®.

Meanwhile, the Development Assistance Committee of the OECD describes the Private
Sector as “a basic organizing principle for economic activity where private ownership is
an important factor, where markets and competition drive production and wher rivate
initiative and risk-taking set activities in motion™#. In Nigeria, the private S iS sald to
include any self-employed person or any employer of labour who @%'bt long to the
government or public sector™. *

The private sector has been described as operating in a lar@%ments of informal parts of
the economy, Small and Medium Scale Enterprlses ) with very little, if any linkage
to the huge multinationals and an unproductl culture of dependence on government
patronage and contracts®!. However, s rs are of the view that the private sector
is synonymous with efficiency. The@ er state that practices common within the sector
include a differential wage p%%l as incentive to increase production and to attract more
experienced staff from leorganizations as well as improving and being open to the
adoption of new @I@:’%ent techniques.

2.1.7 The i%s’an Public and Private Sector: A Management Comparison

This management comparison of the two sectors would start off by highlighting the
d@tces in operational style. In the private sector, there is differential wage payment as
incentive to increase production and efficiency, while in contrast, public sector is said to
be characterized by poor incentives to workers, corruption, extravagance, red-tape and

inefficiency”. Nigerian Public Sector organizations are bureaucratic in nature; hierarchical
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and staffed mainly by permanent career officials. Employment and job security is

guaranteed while promotion is largely based on seniority and remuneration is fixed.

Private Sector organizations on the other hand, due to its focus on profit taking, are
sometimes hierarchical, but employ largely on merit. Incentives are motivated by
efficiency and rewards increase for more efficient people. Promotion is to a largbextent
dependent on performance®. For example, when the NNPC was estalzlis%}ﬁstead of
recruiting personnel experienced in that industry (The Energy Regﬂ%:\[n ustry), staff
was drawn from the Ministry of Mines and Powers. While.su&[c’fff might have been
technically qualified, their lack of adequate experience 1%& ern business management

made them less suitable for such roles.

Similarly, the merger of the Electric Corpor Qngena and the Niger Dam Authority
to form the Nigeria Electric Power A!@)-r} %EPA) suffer the same fate’*. The impact
of political and societal pressur decision making in the Nigerian Public Sector
organizations, rather than Mconomlc and efficiency based indicators is a point if
comparison. Private S %&gamzatlons (especially public limited liability companies)
are legally requl d ghsh in a national daily their performance in the form of profit
and loss d @t and balance sheet every year. This makes the Decision Making process

of i@ ector organizations accountable and compel these decisions to be based on
effe;

veness and efficiency?.

Another important point of comparison is Financial Control. The Nigerian Public Sector
depends on the legislature, which approves the budget, submits the executive arm of
Government and ensures that the budget is implemented as approved (by the same

Administration). The Private Sector has its finance and administration departments
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completely separated. The National Programme on Immunization (NPI) — a public sector
initiative — had a limited effectiveness due to poor management and poor reporting
arrangements>®,

Even though reports have shown that a there is no link between employee performance
and financial data, Public Sector performance monitoring is limited to budget monitoring
and annual performance evaluation’’. Meanwhile in the private sect%'&e\'mloyee
performance is linked with added incentives; therefore performance .&sg@ng is more
frequently monitored on an individual basis rather than on gg\mpanywide annual
performance evaluation. &%‘\\J
2.1.8 Issues on Private Investment in Nigeria . QQ
Nigerian economy is often described as a mix@‘%my. A mixed economy connotes a
framework in which allocative mechan's@espect of what is to be saved, invested,
produced and at what prices, is lefi o¢e) forces of the market and not to any planning
authority or government. The e@lce of the state is merely to buttress the mechanism
and improve its efficienc 58}&6%5 that in a mixed economy, private sector should play
the leading role i@mlic sector provides the enabling economic environment. A
conducive ec (§l) environment could be created by the government through the
formula‘@snd implementation of appropriate, effective and sound macro-economic
p@nd programmes which, among other things, will facilitate the availability of
required resources, stimulate saving and investment, and ensure macro-economic stability

(low inflation rate, exchange rate stability and low interest rate) as well as the provision of

adequate infrastructural facilities in the economy.
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During the colonial government era up to the Nigeria’s First Development Plan of 1964,
there was commitment to the promotion of private investment. The interventionist role of
the colonial government in the local economy concentrated mostly in the provision of
physical infrastructures such as ports, roads and railways, the enforcement of law and
order, and access to credits which private enterprise development critically needs. For
example, a state- owned financial enterprise, the Nigerian Local Develo%%k Board
(NLDB) which was later transformed into the Federal Loans Bo .G%}B) on the
suggestion of the World Bank Mission to Nigeria in 1953,.wa;§sg§blished in 1946 to
organize credit for the private entrepreneurs; and by 1949, a’@‘\d\)ans of £100,342, about

22.3% of the total loans approved by the board for tl;e\% od 1946-49 were obtained by

the private sector enterprises®. @

At Nigeria’s independence, the nati .%ﬂ/ho took over the management of the
Nigerian economy from the colonia% ad strong support for private sector development.
This belief in private sector Jed @9 omy was affirmed in the First National Development
Plan thus: “it has alway, b@n the aim of government policy to stimulate the rigorous
growth of the ppi a@tor”“. For this reason, inflow of foreign private capital was
highly solici@nd warmly received. Following the relative non-performance of the
private sector in general and the disappointing inflow of expected foreign capital during
t@st National Development Plan in particular, the need for greater public sector

initiative and involvement in economic activities in Nigeria was spurred.

From the 1970s through the early 1980s, there was unprecedented increase in crude oil
earnings and this became a great stimulus to public sector participation in the

“commanding heights of the economy” and the establishment of many state owned
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enterprises. This shift in developmental paradigm was expressed as a quest for purposeful
national development and as the basis for the promotion of public interests®?. In the
Second National Development plan of 1970-74, it was explained thus: “government
cannot plan effectively what it does not control”. In addition, the intervention of public
sector in the Nigerian economy was seen as the outcome of long rooted belief that, the
private sector in developing countries, including Nigeria, lacked the means %%clal and
entrepreneurial skills) to undertake the task of development®. It is 0.'\80)asis that a
scholar affirmed this by stressing that, among disincentives to e@gnic development by
indigenous private enterprises in Nigeria include the unw@\ess shown by Nigerian
businessmen to invest the available domestic capital i@goductive enterprises, the lack

of entrepreneurial ability, skilled labour and @Qmancial strength, and the habit of

always expecting the government to pro 'rd@sything“.

With unprecedented increase in goyernment revenue caused by oil boom of the 1970s
through the early 1980s, p lic%(g‘or moved in gradually and dominated the scene in
Nigerian economy, wit sx\lall and weak private sector. The result of which was the
preponderance o, @%nvestment and low level of private investment. The quest for
rapid econm@development coupled with the existence of market failure and weak
institutional arrangements in the domestic economy, and faith in Keynesian techniques of
elc management propelled successive Nigerian governments to invest in almost all

spheres of human endeavour, including areas traditionally reserved for the private sector.

By the early 1980’s public sector became the prime mover of economic activities through
its huge capital investments in social, physical and economic infrastructure. Public sector

accounted for about 50% of GDP and 60% of employment in the modern sectors. Public
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sector out-stepped it’s bound by encroaching even into area such as manufacturing and
commercial activities which would have been profitably handled by private sector, given
the enabling environment®. By 1980, available data indicate that the Federal Government
of Nigeria alone owned nearly 200 parastatals (with about 90 non-commercial and 110
commercial). There was an unprecedented mushrooming of public enterprises in Nigeria
such that by 1986 their number had grown to over 500, with government %ﬁ%ment in
them worth over N36 billion in the form of equity, loans guarantees an .%‘[ions, with
less than 2.0% annual rate of returns. -

The above scenario was inimical to private investment gr’{@&;\!igeria. It weakened
private sector and diminished private investment. Wh@@experienced in Nigeria tarried
with Diamond assertion that, any increase in @en‘[ expenditure by increasing the
share of productive resources used by i}gg nment, would slow economic growth in
the economy as a whole and may irﬂ& e accumulation of human and physical capital
and the pace of innovation i@ private sector®®. Most of the public investment
discouraged private sector ir%gve, in that, instead of boosting the expected rate of return
on private inves @’Qt imposed burdens on private sector. Some of the public

investments e ifT the production of goods and services which competed with private

sector pf%‘lon, and crushed actual private investment in the country.

'% sector was forced into becoming an appendage of public sector and was fed by the
public sector. Many operators in the private sector rely almost entirely on the government.
Rather than work to generate real economic growth within the framework of a free
enterprise system of economic management, most private enterprises in Nigeria depended

on public resources and government patronage whereas their performances and activities
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have no value added whatsoever. A large part of what was perceived as private sector
profits were essentially transfers, through various gimmicks, from the public sector

organizations®’.

The expansive trend of public investment led to rapid increase in government expenditure
and in most of the years, in excess of its revenue. This together with other inwl and
external factors plunge Nigerian economy into serious and persisten.t e (%ggﬁic crisis
which manifested itself in different perspectives such as persi@%oeconomic
imbalances, widening saving-investment gap, high rates of infldtion]) chronic balance of
payment problems and huge budget deficits, which fuﬂh@%\sened the level of private
investment. Most of the deficit spending was ﬁna\@rough domestic borrowing and

this resulted in high interest rate and reductioh.in lendable fund available to private

investors®®. C.;\\'

Following the domestic and global@fties, a change emerged on the role of government
in the development process\g@)ﬁng to a growing recognition of private sector as the
engine of sustainable gfow .’and development. This change was prompted by evidences
and data indicati@gh level of growth for economies with dominant private sector, and
growing, di Ities with government budget. In addition, changes in the international
enya @ent has also play significant role®®. Multinational and bilateral institutions have
d&ped new initiatives with priorities for private sector development. In 1989, the
International Finance Corporation, an affiliate of the World Bank established the African
Enterprise Fund, and the US Overseas Private Investment Corporation launched the

African growth fund.
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In 1991, the African Development Bank initiated a new strategy for direct financial
assistance to private sector operations. Nigeria was not left out in the wind of change. Of
recent, there had been much yearning for greater participation of the private sector where
prices and private entrepreneurial initiatives determine the direction and pattern of
investment programmes’®. On this note, a package of economic reforms measures and
other sectoral reforms have been introduced into the Nigerian economy. The%& thrust
of the economic reform was downsizing of public sector, priva.' % of public
enterprises and general deregulation of the economy to create mc&pxpropriate incentives
and a framework for private sector development as the b&%\for achieving sustainable

Q

economic growth and development!. . \
2.1.8 The Determinants of Private Investmen@%igerian Experiences

Like other developing economies, many. fq@)exert influence of different magnitude on
-

private investment in Nigeria. Thé\d inants of private investment in Nigeria are

analyzed as follows: Q:b‘

1. Domestic 1nflation %e\)

N
Inflation rate i@%%ortant determinant of private investment. Though moderate
inflation i nésd for business to strive profitably in a country, high and rising inflation
rates @ndicator of macroeconomic instability and it affects private investment
a@ely. In developing countries, a high inflation rate has negative impact on private
investment’?. By reducing the value of money, it discourages saving and lowers the
economy’s saving rate which accumulates investible funds for investment. High inflation
rate, especially two digits inflation rate which held sway in the Nigerian economy for

many years, seriously disrupted economic and business relations in the country. It raises
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expectation of currency devaluation which heightens fears of rising costs of imported
capital goods and raw materials. High inflation rate has been a serious disincentive to
private investment in Nigeria as it exerts strong influence on real interest rate, cost of
production, competitiveness of the Nigerian products as well as reduce the returns on

private investment’3,

A
2. Interest Rate \
‘5

Interest rate has a wide range of effects on the economy in general wage investment
in particular. It affects saving rate, volume of bank credit and t@ﬁity of private sector

to borrow for investment purposes. In Nigeria, four é@ries of interest rate are

\

identified, namely, rediscount rates rechristened o@gy policy rate by the Central Bank
i&

of Nigeria in 2006, rates on government secg eposit and lending rates. MPR is the

rate which the Central Bank of Nigeri harges other banks on loans. This rate is
fixed and varies by the apex bank aécerding to the direction it desires other interest rates
(and consequently money sd&lg‘n the economy to follow. Government securities rates,

comprising treasury bills4atetreasury certificates rate and government development stock

rate, vary according te/their maturity structures. Deposit rates are of two types — savings

and timi% ates’?.
3. Availability of and Access to Bank Credits

QO
B&credit is the most important source of investment financing among private
enterprises in developing countries, Nigeria inclusive. The volume of and access to bank
credit available for private sector borrowers have direct influence on private investment
activity. During the controlled monetary policy period (1960-1986), up to 1982 greater

percentage of credit to the economy went to private sector. The portion of total credit in
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the economy allocated to private sector was 66.7% in 1980, 59.7% in 1981 and 52.1% in
1982. Afterward credit to private sector of the Nigerian economy shrunk. It reduced to
28.9% in 1986 and 34.0 in 19937°. The availability of bank credit for private investment
and access to available bank credit by private sector operators in Nigeria had been greatly
constrained by credit to the government and high interest rate prevalence during market-
based monetary policy regime. However, available data show improveme%@redit to

private sector from 1996 and has been sustained during democratic go era which

started in 19997°, ‘% .

4. Foreign Exchange Availability and Rate %\
&>

In most developing economies, Nigeria inclusive, t@umption pattern and productive

system are highly import-dependent. The ca%it;goods such as plants, machinery and

equipment, spare parts and raw mat@

foreign exchange is needed to acqui@em. Hence, there is a strong relationship between

by industrial sector are imported and

foreign exchange availabi@ foreign exchange rate and private investment in
developing countries”’. Ity foreign exchange rate increases the cost of the imported
inputs of produc@%% in turn increases the cost of production, reduces the returns to
the invest rsé&zell as the competitiveness of the product in both domestic and foreign
marke%h ugh high prices. In Nigeria, from 1970 to 1985, non-market regime monetary
p@was in operation and foreign exchange rates were fixed by the government. The
exchange rate, which prevailed in Nigeria then, was relatively low’s.

Following the deregulation of the Nigerian economy from 1986, the forces of demand and

supply became the determinants of foreign exchange rate. Because domestic consumption
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and production have been highly import-dependent, there had been pressure on foreign

exchange demand which had continued to lead to depreciation of the naira.

5. Fiscal Deficits

Fiscal deficit, no matter how it is financed, is likely to have negative impacts on@ivate
investment. Fiscal deficit financing can be through money financing, %'gstic debt
financing and external debt financing. Money financing of fiscal dé@eads to higher
rate of inflation which have been found to have adverse effec‘@p’ﬁivate investment in
developing countries, Nigeria inclusive’. Fiscal deﬁ%%\anced through domestic
borrowing leads to higher interest rates and re u@n loanable funds available for
private sector borrowers. Higher interest rates é negative effect on private investment
because it raises the cost of capital a@l)&‘c}ﬁ age borrowing for investment purposes.

Financing fiscal deficit through extérhal borrowing may spill over into external account

deficits leading to deprecizﬁ& the real exchange rate, balance of payment crisis or

external debt crisis. @q

Following the 0|Q1§)%us expansion of Nigerian’s government fiscal operations coupled
with a lar %uction in the revenue base of the government as a result of drastic fall in
theﬁ% oil prices in the international market in 1980s, the Nigerian economy witnessed
prolofged deficits spending which in some years were excessive. Except for few years,
between 1970 and 2008, deficit financing almost became a pattern in Nigeria. It has also
been observed that deficit spending in Nigeria was prolonged, excessive and were not

expended on self-sustaining projects/programmes or on the provision of infrastructural

40



facilities which could have reduce the cost of production and enhance private sector output

and profitability of investment in the country®’.

Deficit spending in Nigeria impeded private investment both through the way it was
expended and how it was financed. The major sources of financing the deficit spending
were domestic and external borrowing. The bulk of domestic borrowing was @g[‘ained
from the banking sector. Deficit financing through banking system rildv affected
private investment in the country through high interest rate, hig@h n rate and
reduction in loanable fund available for private sector borrowqr@ﬂyestment purposes®!.
External loans were obtained from euro-capital market and &%\consorﬁa of international
bankers at exorbitant interest charges to finance tﬁ@ﬁcit spending. The inability to
repay the loans at maturity together with service,payments snowballed into a very huge
debt which eventually plunged Nigeria 4 .o%u%zprecedented external debt trap. Nigeria’s
outstanding foreign debt which stoo%USEB 28,316.0 million in 1987, rose to as high

P

as $97 billion in 2020%2.

6. External Debt Burd%o\

External debt b@ is measured by debt service ratio to export receipts, the ratio of
external @ export receipts and the ratio of external debt to GDP. The debt service
ratj t@xport is the ratio of debt service payment due for a given year to the export
e&s of the same year. Debt service payment of a given year is the sum of the matured
principal plus the accrued interest due®*. For economy of the debtor country to be
sustainable, the World Bank recommended a maximum debt-service ratio of 10% for
public debt. Indeed, Nigeria’s external debt burden was large. It created uncertainty in the

macroeconomic environment which affected private investment in many ways.
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The funds available for investment were greatly reduced because of high debt service
payment. A higher ratio of external debt to GDP shows that Nigeria had a large debt
“overhang”®*. This discouraged private investment (domestic and foreign) because a
reasonable proportion of returns from investment which could have been retained in the
country were allocated for repayment of debt obligations. Also, as Nigeria incurred a high
debt such that there was difficulty in servicing the debt, its relationship @‘l}extemal

creditors was unhealthy®. Consequently, inflow of further @ pital from

international capital market into Nigeria was greatly constrained. "

7. Public Investment Rates %\
&

Public investment rate is measured as the ratio o ds@&tic public investment expenditure
to GDP. The effect of domestic public invest en@n private investment is ambiguous. It
depends on the composition of public estment and whether it complements or
substitutes for private investmeng@public investment concentrates on activities that
substitute directly for privaté@qs'?ment, public investment crowds-out private investment.
The higher the compl ‘Ai&ﬁily of public and private investment, the more likely that
public investme@\ave a net positive effect on private investment®®. It follows that if
domestic 1@: investment is mainly on basic infrastructure such as electricity,
trans @ti n, education, health care services, water supply and sewage disposal, public
ir&en‘[ may complement and foster private investment initiatives. These types of
encourage more private investment. On the other hand, domestic public investment has the

ability to diminish or crowds-out private investment if it imposes excessive burdens on

private sector through high and multiple taxes®’.
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Public investment can also impinge on private investment through high interest rates and
reduction in loanable fund available for private sector borrowers caused by excessive
domestic borrowing by the government to finance heavy government spending on public
sector capital projects, especially when private entrepreneurs would want to raise some of
their working capital from the domestic banking system®®.

8. Poor Provision of Public Infrastructure Q’)&\

Business enterprises thrive well in an environment where there aré%} infrastructural
facilities like good road network, functional port services andwailway system, adequate
and reliable electricity supply, telecommunication serv%&nd water supply, among

)

cal infrastructure is quintessential

others. Hence, sufficient and efficient provisio%&
S

for private investment growth®®. Available dat that Nigeria lags behind the average
on almost all major infrastructure me@.)@l addition, the quality of service is low,
supplies are unreliable, and disrupti%are frequent and unpredictable. For example, it has
been observed that for ove@ecade, Nigeria’s electric power sector was ineffective
and inefficient in the ation, transmission and distribution of adequate electricity to
meet the minim@@ﬁ ’s requirement; leading to a wide gap between the demand for

and the s \ﬂelectricity%.

Poor @ efratic public provision of infrastructures makes private investment in Nigeria
costly’and highly unprofitable because firms have to accommodate these through private
provisions. It has become a custom for any firm that wants to operate in Nigeria to make
private arrangement for their social and economic infrastructural needs. Over 90% of

firms in Nigeria have to provide their own electricity generators, dig boreholes for water
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supply and construct access roads to their sites®'. These, coupled with the hostility of some
communities highly discourage private investors from investing in Nigeria.

9. Level of Per Capita Income

A higher level of per capita income would lead to a higher private investment. Nigeria, as
a country, is rich in abundance natural, economic and human reseu@\% but
mismanagement of these resources, selfish personal interest and lack rposeful
leadership by successive government, over the years, has pe@d poverty on
Nigerians resulting in low per capita income. During the past ‘decades the country
has earned over US$300 billion from crude oil alone but %g’%\a’s basic social indicators
place her as one of the 25 poorest countries i @orld”. In Africa Development
Indicators, Nigeria is categorized as a low income’ country. The per capita income had
been below $1,000. The gross national é)&%& r capita which was $810 in 1980 reduced
to and stagnated at $280 in 1990, 1 and 2000. It gradually rose to $560 in 2005. This
explains why there is low prﬁ&te)%vestment in Nigeria.

10. The Size and Growd%f'Market

This is determingbiv the size of the population of the country and domestic demand in
the eco Qcasioned by the income of the citizens. Private investment (domestic and
f(@@vill flourish in a country where the population size is large and domestic demand
(or the market size) is large enough to permit economies of scale. Nigeria is a country with
a large and rapid rate of population growth®>. The population of Nigeria in 1973 and 1991
were estimated at 79.76 million and 88.514 million respectively. In the year 2000 and

2004, the populations were estimated at 126.9 million and 128.71 million respectively.
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The official growth rates were given as 2.5% and 2.9% per annum though private
estimates suggested higher rates of growth of between 2.48% and 3.5% per annum®*. The
market size of Nigeria, in terms of population size and growth rate, is quite above average
and ought to have been a booster to private investment growth. However, in a situation
where the population of a country is high but domestic demand is low occasioned by low
income of the citizens and high unemployment rate as it is the case in Ni%ga\,private
investment may not really flourish®. As earlier stated above, Nigeri .T&ow income

country. The per capita income had been below $1,000. N
S
&

Private investors will be attracted to a nation w}@here is political and economic

11. Political and Economic Stability

stability. In fact, a stable political system accoged by consistent economic policies is
not just a requirement but also a neces@)}ld ion for private investment to thrive in an
economy. It is important to note t%@ivil strife, political conflict and macroeconomic
instability does not ensure a‘%&able investment environment. Investors (domestic and
foreign) want a safe hav%fbr their investment. They take into consideration the loss of
their capital asseeo)gg)unt of damage to property due to civil unrest, political conflict
and intert 'b@v community wars’®. In a country where socio-political and economic
environment is highly volatile, investors may not invest and may wait until adequate
ir&res are provided to compensate for any risks/uncertainties associated with any
commitment to long-term investment. Sometimes they might decide only to undertake
investments with self-insurance character, that is, investments whose cycles are very short

and can easily be undone?’.
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Civil strife, political/religious and inter-tribal or community conflicts and macroeconomic
instability are common occurrence in Nigeria. The Central Bank of Nigeria Periodic
Report confirmed that in Nigeria, the inflow of foreign private investment had been
constrained by macroeconomic and political instability and unconducive social
environment. Banks and Insurance companies experienced mass withdrawals and series of

claims. This may be one the reasons for stauted growth of private investment@geria as

well as why many investors in Nigeria are in trading (wholesale and re%ﬁg@ness rather

than production sector like industrial and agricultural sectors®®. ‘%'\
Among the conditions considered to be necessir@ldations for investment growth

12. Investment Climate

include a minimal degree of social stability, a minimdal degree of macroeconomic stability,
and a minimal degree of allocative <eff1‘a§i%/, that is, resources allocation. Private
investment would not strive we@n a country where there is social disorder,

macroeconomic instability, Politieal unrest or inefficient resources allocation. A situation

where some of these%tfstraints exist simultaneously will greatly deter private

investment®. Q)Q
N

In Nigeri @ical instability, social disorder and macroeconomic instability had existed
to %In the several years of military dictatorship rule in Nigeria, there was serious
pﬁal instability in the country characterized with coups and counter-coups, frequent
and sudden policy reversals, and social disorder. In addition, the mayhem created by the
activities of ethnic militia like the Niger Delta Militants, Oduduwa People’s Congress,

Bakassi Boys in the 1990 and of recent, the terrorist group called Boko Haram have
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seriously disrupted peace in the country. It has created unfriendly environment and a
hostile and risky investment climate for private investment in Nigeria.

13. Institutional Factors

Institutional factors such as corruption, bureaucratic red tapes, weak judicial system and
unnecessary government interference in business affect private investments %these
factors increase the operational cost of business, engender insecurity, en &e capital
flight and deter private investment. For instance, corruption is a hig@ investment. It
increases transaction costs of business and engenders uncertainty:~€ofruption had been an
endemic problem in Nigeria. It has been a nom for investc%‘%}ibe their ways through in
everything as well as go through unnecessary ri o;%ﬁand complicated procedures and
red tapes of paper work to register compani Qort capital inputs and clear same'®,
However, in recent times the civilian é\}%ﬁn nt has made some frantic effort to curb
some of these institutional problems%mong the steps taken include establishment of one-
stop-shop-center at Federal%t%‘w of Trade and Industry to hasten the processing of

application for entry in&%@eria by prospective foreign investors and registration and

establishment of@s)@ss;s, series of Port reforms and Banking sector reforms carried out

by the go rn@dt““.
2.1.9 m;;n Resource Management

T&ncept of human resource management is understood as applying and revising
various human resources activities in their internal and external contexts as it has
implications on the processes of managing human relations in organizations to enhance
the experience of stakeholders in the entity!?. However, studies in human resource

management address three different streams; human resource management as conducted
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in enterprises (MNESs), for instance, the level of standardization and the local adaptation

of human resource management practices are also looked into.

On the other hand, numerous scholarly works represent a major research field when
human resource management is concerned with the management of business
perspectives. For decades, a strong research focus has been on humar @ion
management, human resource development, and organizational growth s ing the
establishment of an overall policy environment favorable to the ge‘r%}m of suitable
answers to growing requirements are all part of capacity buil@g} Human resource
management (HRM). It also involves the process of pé&ng individuals with the

understanding, skills, and availability of informa io@erstanding, and education that
N

will allow them to function efficiently!%4. Theﬁ ressing challenge of performance or

strategic management is how to get a c(mp%‘l

to a new level of importance. imilar hypothesis that re-emerged states that,

edge. Studies in the 1980s brought this

companies or organizations@e valued, scarce, and difficult to replicate to have a
competitive edge. Bot these theories influenced how people were managed in
organizations. Tech are also an approach by the organization that educates
regarding l@he management must consistently do'®. All sources, particularly the
humar@s rces department add to the unique personality of organizations and also can
as a\gesult sustain competitive benefits. This outcome is in form of acknowledgment of
investment in people as a human resource benefit as opposed to any expense to be

reduced as long as feasible!,

Human resource management is a system of management that attempts to provoke

workers' commitment to participation in the function as well as objectives of the
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organization. It's also conceived as a technique for the administration of an
organization's uniquely possessed values because it is associated with taking care of
individuals in the organization to achieve the goals'”’. It's also seen as a scientific
technique that manages the nature of the working partnership as well as all of the
choices, activities, and also problems that relate to this connection. %

Human resource management is defined in a variety of ways, each with diffet zevels
of complexity and uniqueness. Human resource management is d’e‘%'\as a critical,
systematic as well as incorporated method for the employment R)pment as well as
health of individuals operating in organizations'%s, It%"b@% practice by which an
organization or company's management creates its . Qoyees and attempts to produce
the individual capabilities that it requires!®. It énables firms to competent personnel
efficiently'4. However, in a different s@;a-l)%, azards and risk assessments, incentive
methods, capability pieces of trai , appropriate communication processes, and
compensation people is critiﬁkfs@ousiness“o. Furthermore, proper strategies need to be
used in absorbing new oyees according to organizational needs to attain significant
objectives to ge@a ecision-making guideline for managers!''!. Human resource
managem t@&y organization is designed to utilize employee talent satisfactorily and
also eé%y. This will certainly be reviewed in five classifications of motivation,
tra@ , rewarding, communication as well as empowerment. These procedures are
required in human resource management for a recurring treatment to maintain the

organization with the ideal individuals in an appropriate setting'!?. Human resource

management fundamentally has seven tasks which are;
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Personnel preparation: This is achieved with the evaluation of an internal factor
such as predicted as well as present ability, requirements, jobs, departmental
developments, and reduction. It also ensures that workers' demands are frequently
met.

Employment: This involves the creation of a pool of applicants by the personnel
strategy. Prospective workers are generally situated through pape@'&\)temal
advertisements as well as a bulletin, recruitment agencies etcetera''?] ‘\QO
Selection: It involves the evaluation and screening of candldal%y\/ho are ultimately
responsible for selecting or hiring a candidate, using @tratlon forms, résumé,
personal interview, recruitment, and competency teg{&

Orientation: This guarantees that chosen e@ is indeed a good match for the

company. Recruits or employees are i é@? to their co-workers, given assignments,

and given information about ce culture, regulations, and demands for

employee attitudes''.
Training and develo . Training and development target at enhancing staff
members' cap %ﬂ to organizational efficiency.
Efficiency \Qgtlon This phase comes to be the contrast of a person's work
efﬁcfe%to goals or criteria created for the person's setting. Reduced efficiency
@ motivate rehabilitative activity, such as added training, a downgrading, or
splitting up, while high efficiency might warrant a benefit, such as an incentive,

raising, or promotion in the company. The assessment is carried out by the

participant's direct supervisor, but the HRM department is in charge of collaborating
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with senior leadership/management to set the regulations that govern all performance
assessments!!>,

7. Talented individuals might well be upgraded/promoted or re-assigned to assist
individuals to enhance their talents, whereas bad performers might well be degraded,
assigned to less important roles, or even separated. Any of these alternatives will have

an impact on human resource planning. Q’}{b

Most studies on human resource management have been on human r{&%ce practices in
MNEs between 2000 and 2014. Other topics including country {@gﬂﬂdomicile effects
in multinational corporations (MNCs), and intra-organizaéga% knowledge and strategy
flows are yet to be fully investiaged!'6. Also to %@ has further studies converged

or diverged on the similarities and diff§ in comparative human resource

°
management between human resourcq pr‘;\\;ﬂ;

However, related evidence on co ive human resource management practices often

in different countries and regions'!’.

stems from CRANET. Sin@, this organization has consistently provided global
comparative empirical Jn organizational policies and practices in human resource
management!!%. @ phasis is given to the institutional perspective as an
explanato \'Aework in this research. Further research in human resource
manag@e draws from the fields of cross-cultural psychology and intercultural
management studies'!®. For a while now, cultural values based on findings by some
scholars on cultural distance, and its impact on human resource management policies

and practices stems most research in this field!?’.

More recent culture-related research provides more opportunities to address the cultural

context in more differentiated ways by questioning the assumption of nationality being a
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proxy for culture and pointing'?!. For instance, to individuals engaging partially and
fully with culture as described by poly-culturalism, or to cultural tightness or looseness
for an application to the human resource management system'??2, The importance of
interpretivism is emphasized in cross-cultural human resource research in addition to the
application of these perspectives to human resource management which increasingly

enriches research on the dominant positivist perspectives of culture!?3. Q’)&\

This deviated from other standpoints of the other previous stud@:h explicitly
address the particularities of cultural and institutional explana)\@ié)fﬂ human resource
management!?. When explaining human resource ma%‘&%ent, particular research
focuses on the combination of both perspective '1;.6 esence of a lucrative resource
does not signify the availability of a big human/presence. Commitment to creative
pursuits is the key to human resour{)t%l‘a ment. To achieve any organizational
objective, optimal management of n resources entails people-oriented activities'?4.
The outcome in any organizatiofi fundamentally depends on the components of its
employees. If personne r8perly recruited, supervised, and equipped, the organization
will operate efﬁ@T is may be achieved through the enhancement of employees to
discharge Q ties and address lingering challenges in the organization'?. This is
different, from capacity-building activities which entail human capital development, the
e@shment of a general policy framework favorable for formulating suitable answers

to growing requirements.

Consequently, capacity building helps human resource management, the two concepts
are different but they improve the growth of an organization exponentially. No doubt,

human resource management, and capacity building are inextricably connected.
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Concepts such as "digitization," "digitalization," "digital transformation," or "digital
disruption" currently rank among the new most prominently discussed terminologies in
human resource management. These concepts denote an ever-increasing use of
technology and corresponding substantial changes in approach to human resource
management across the world'?. Digital human resource management and related
concepts such as digitization, digitalization, digital transformation, and digita%&don
of human resource management are increasingly used in this 383@ study
Conceptual components such as "transformation" and even more "disruption" imply

. \ 9
substantial changes for human resource management pointi@arly at its considerable
importance. . '\QQ

These concepts are frequently used in an%S cit, heterogeneous, and are used

interchangeably. Scholars frequently ir@

that the definitions are explicit b @er assumes that readers understand it original

e the concepts, and this does not imply

context®®. Also, the conceﬁ\gé used with multiple and sometimes contradictory

understandings. It als otes well-known old phenomena. Thus, the discourse on

digital human re@n nagement openly lacks clarity'?’.

Clarity ﬂ@epts is important for a variety of reasons; to prevent duplication and

C;@% New designations must not replicate the old argument of digital human
resource management. If this is not prevented, the consequence will be that new
concepts will only be synonymous with the old one!?®. As established earlier, clarity of
discourses on digital human resource management is important to avoid confusion and
misunderstanding.  Sharing common understanding that facilitates mutual

communication on digital human resource management must be assured to avoid
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deficiencies in stop gaps in scholars' findings. The use of ill-defined concepts must be
avoided for accurate operationalization and lead to variance in outcomes of findings on

digital human resource management studies'?.

Against this backdrop, a conceptual clarification of human resource management and
related concepts are being openly drawn from various perspectives. To achi his
objective, this study develops terminology and typology of digital hu ’$esource
management. Developing a terminology constitutes an initial clﬁ%ﬂon step that
offers precise and parsimonious definitions of concepts and rele)(@}%ﬁ}ps between them,
in turn offering a basic understanding. Developing a typ%;constitutes a subsequent
clarification step towards offering precise and p rg@mous ideal types that order and
classify phenomena related to digital human % management. This further deepens

the understanding of this concept!*. D@lﬁ%‘l

an area of further research work o n resource management and related concepts.

ill also provide a conceptual basis for

Existing studies on the genwlguahzatlon of organizations are referenced as a basis
for developing terrr@g and typology for the study which constitutes a general
organizational,(hdgeanenon, relevant not only for human resource management but for
all orgzﬂ% al domains'!. It's appropriate to conceptualize phenomena in human
re %s\ anagement but by the general digitalization of organizations. It is important
for mutual dependencies. Thus, digitalization literature is more developed than the
literature on digital human resource management. It is then appropriate to emphasize

existing general insights on digital human resource management'32,
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A review of the general digitalization of human resource management research shows
that diverse explicit definitions of concepts exist and are quite diverse. In addition,
attempts to derive overarching definitions from existing definitions have produced
varied results'*’. Moreover, general research often understands the concepts of
digitization, digitalization, digital transformation, and sometimes even the digital
disruption of organizations as more or less interchangeable and thus does n%}a‘neate
between them!3*, However, certain research contributions have showr d %roportion

of concepts is possible and valuable in allowing for the identiﬁczy%l .%nd understanding
A rich collection of terminological suggestioni g@nsights are offered in general

research. Nevertheless, a common and susta le definition and delineation of

of different related empirical phenomena!'?>,

digitalization concepts are missing. Tt@:}i}h following, a delineation and definition
of concepts of digital organization @igitization, digitalization, digital transformation,
and the digital disruption oi&ggazations are developed'®. Implicit clarification refers
to the distinction bet process and result-related concepts in research. Process-
related concepts@o activities. Result-related concepts refer to the outcomes of
activities. t@bvious that digitization, digitalization, digital transformation, and the
digita@tion of organizations describe activities and thus are process-related

con ts.

As posited in the literature, digitization can be understood as a simple technical concept.
It also refers to the technical conversion of raw information into binary digits with the
aim of automated processing of this information. Converting analog books in a library

into digital files or converting analog customer record cards into digital customer data
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constitute examples of digitization'3’

. Conversely, digitalization, digital transformation,
and digital disruption integrate technical and human phenomena and thus constitute
broader socio-technical concepts. For example, the digitalization of a library would
consider human tasks and purposes. The conversion of analog customer data into digital
customer data might be purposeful to streamline the library's lending processes. The

n(bfthe

digitalization of a domain thus might be understood as the purposeful digitiz@

domain'®8. As an obvious relationship between technical and socio;@g@concepts,

the latter include but extend beyond the former. ‘% -

However, the digital disruption of an organization must b%@rstood as an involuntary
phenomenon. It ultimately resulted in marginaliz ti@;even complete displacement of
an organization. Its emergence is based on the aetivities of external organizations that
wish to reap the benefits of digitaliz@%h e accepting that it may disrupt other
organizations'®. It's thus seen as %Sive phenomenon. For instance, when a global
internet company decides t@;‘é‘all books funded by advertising revenues worldwide
to all Internet users for, ‘this decision most likely implies a digital disruption of all
pay-based libr@s)Q onversely, the digitization, digitalization, and digital
transform i@? organizations and the result of a digital organization denote voluntary
phenO@na. Digital disruption in turn does not produce a digital organization, but a
marginalized or even completely displaced organization. It's fundamentally different
from voluntary concepts'®. Voluntary and involuntary phenomena, however, are related
in that the former, when performed by external organizations in a specific way, imply

the latter.
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Generic concepts are broader and address the operational and possibly strategic level of
organizations. Digital disruption and transformation of organizations denote strategic
phenomena. Digital disruption poses a strategic threat as elaborated above. Digital
transformation denotes a strategic opportunity based on the potential for digital
technologies to create innovative business opportunities as expressed by '"digital
business strategies!#*. The digital transformation thus involves a fundamen%g’abtegic

change of the entire organization due to the business potential of digita %ogies.

2.1.10 The Concept of Employee Development and Trainir@”

An organization is just as efficient as individuals o.pe)%g'}in it. It is a truth that the
stipulation of effective solutions by any kind 0@1 y relies on the top quality of its
labor force. Therefore, staff training andy@glopmen‘[ refers to the procedures and
methods that aim to offer learning s to increase the skills, understanding, and
capacities of individuals, grou%%wd companies so there is no shift in action to
accomplish the targeted ou&s. If it is to keep an educated as well as competent

*

workers, staff memb ining and also advancement is not just preferable yet, it is a

task which m i&q)g need to devote human as well as financial sources'*®.

Q

Ernploy%tr ming and development is a procedure of changing staff member's practices to
adc@al business objectives. Training is herein refers to as any kind of understanding
task which is routed in the direction of the procurement of particular expertise and also
abilities for the functions of a profession or job!46, The emphasis of training is the work or
job. Development on the other hand, is any kind of learning task which is guided in the

direction of future demands instead of existing requirements and also which is worried a lot
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more with job development and also prompt efficiency. The emphasis of development has
a tendency to be largely on an organization’s future workforce demands, and also second of

all, on the development requirements of people in the work environment'#’.

The accumulation of information and abilities that may be applied now or in the future is
referred to as development. It must be emphasized that the word development i 1s ¢ of a

long-term strategy. It is a broad phrase that refers to a variety of approaches @uragmg
individuals to improve, upgrade, and adapt their understanding, tu%&ghtles and
competences. Development as explained, has a greater emphasi.s, ger time span, and a
bigger reach'®, The training plan of an organization might 0&%‘[ of a series of plans on
managing personnel. The plan declaration lays out wh. @ organization is prepared to do
in regards to establishing its workers as well as i should sustain the business objective,
methods and approach. The policy decl ® to be specified in clear terms and also
should likewise be readily available toc@ll for recommendations. Some organizations have a

custom of expanding their Vec%%.éupervisors as well as expert by giving a considerable

internal training to maintainﬁloghelr requirements'.
Various orgamzat‘onsé%mpames contract their training to outside suppliers such as

umversmes;; c@es, professionals and also personal training organizations. There are,

nonethel rious other organizations that take on a midway placement, giving induction
tram@ as well as work training inside yet contracting out management as well as

supervisor training.

So many authors have defined training in a different of ways. Some defined it as a
systematic acquisition and development of the knowledge, skills, and attitudes required

by employees to adequately perform a task or job or to improve performance in the job
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environment”'*’. Put differently, training generally refers to teaching employees how
to execute his or her existing duties as well as assisting employees in acquiring the
information and capabilities necessary to be great performers'®!. Other scholars view
training as, “a planned process to modify attitude, knowledge, or skill behaviour through
learning experience to achieve effective performance in any activity or range of
activities”'*2. Its goal is to help individuals improve their talents while also @ggg the

organization’s current and prospective demands. ‘\QO

The above definitions did not rule out the vibrant and also .treo\‘m%rqling nature of the
setting in which organisations run. It likewise suggests that t&%\‘lg immediately equate to
organisational efficiency. Abilities required by staff mém@s are continually transforming;
besides, the ever-changing enhancement on det@ well as modern technology makes
expertise and also abilities outdated in an i .s-%%‘ his indicates that workers ought to align
their demands to that of the organis@ls needs as well as their very own long-lasting
development and the Human es@y‘be‘s Department must think about the future and also

present requirements of th ggsnisation when preparing for staff training!>>.

Despite their diff@j@’gpectives, all experts appear to agree on one thing: training

strives to oiga%wional productivity. Training and development has been a subject of

many studies, over the years. A survey of 100 sample was conducted, the study observed
tha@ is a positive relationship between training design and organisational performance.
Similarly, in some other studies carried out in Pakistan, it was observed that there is a
positive correlation between employees’ training and organisational competitive advantage.
On the other hand, another study pointed out that only off-the job (general) training

improves organisational performance, whereas on the job training does not!>*.
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Training and development have actually been recognized to be extremely crucial elements
of organisational performance. It is not an end objective, instead, training is qualified as a
way to an end, that is, the end being effective, reliable work organisations, occupied by
educated employees that see themselves as considerable stakeholders in their organisations'
success'>>. However, less than 5% of all training programs are analysed in regards to their
monetary advantages to the organisation. Relevance of training has actually b%%corded
for variables besides organisational performance. Several of these ad y esults are
relevant to performance indirectly. Development and training are gl%rl y routed at staff
member, yet its supreme effect is likely felt by the organisa{&hen it combined with

each other with the human source management techniq@ ining will certainly have the

best influence!>°. @

Several researches have actually amassei @gnce for the advantages of training for

organisations as a whole. These advat&g; onsist of improved organisational efficiency,

for example, efficiency, perform@ running income per staff member in addition to

various other end results t t}gciate straight, for example, decreased prices, improved
5

'\
high quality, as wta{@

t or indirectly, for example, worker turn over, organisation's
credibility, sociai{e'

It is wonﬂ%ng that information systems, staff development, and reward schemes all

rces to efficiency!®’.

revgsubstantial and substantial link to organizational success. This might be related
to the fact that employees in most developing nations are not compensated as well as those
in developed countries, therefore workers are more concerned with human resource
procedures that could help them earn more money. Several interventions are effective at

increasing the benefits of training to the organisation's®,
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First, organisations should conduct a needs assessment using experienced subject matter
experts to make sure trainees are ready and motivated for training. Second, in terms of
design, organisations should apply theory-based learning principles such as encouraging
trainees to organise the training content, making sure trainees expend effort in the
acquisition of new skills, and providing trainees with an opportunity to make errors

together with explicit instructions to encourage them to learn from these em%%)hances

the benefits of training. ,%‘\QO

Third, in terms of training delivery, the benefits of using techn for training delivery
can be enhanced by providing trainees with adaptive guid%@ The model of gauging
training efficiency established by Donald Kirkpatrick. @e late 1950s can improve the
viewed advantages of training from the point of view)of different stakeholders at the same
time, consisting of those that take part in .h®s well as those that fund it, which is the
organisations. Numerous studies pin@lt the ecological variables such as managerial
assistance as well as chance ta%%ﬁm as mediators of the relationship in between training
as well as transfer of training back to the job environment'®.

There are two maﬁt)@%cal approaches towards employee training and development,

they are, th§ @n capital approach and the technology-based approach. The human

capital a&r h regards training as investment in human capital. Thus, training is provided
onl@n the benefit from productivity gains is greater than the cost of training!®'. Also,
the world economic forum focused on prioritising training and mentoring. More than half
of high-performing companies say they offer supplemental training programs as an
employee benefit. In fact, high- performing companies were nearly ten (10) percent more

likely to have a mentoring program as compared to underperformers.
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Additionally, high-growth companies are sixteen (16) percent more likely to have a formal
mentoring program than underperforming companies. Training programs are important
because the new generation of workers expects these initiatives to be in place in order for
them to grow and succeed. The survey found that millennials rated development as a bigger
priority than compensation in the United States. This is a big factor in attracting the next
generation of talent. Plus, as baby boomers exit the workforce, there will be a@x(gbneed
for new leaders to replace them'®?, Organisations should start developi ."b%@rs through
training programs and developmental job assignments in order t.o l@g\y for the future.

On the other side, the technology-based strategy Vi&%&;%l\ning as an ability for
development procedure. For this approach, the in e@raining in the modern period is
driven by the swiftly transforming modern %h ogies and also job reorganisation.

Therefore, training is given due to th@

organisation and also similarly ad uman resources build-up or skill development.

t it pleases the useful demands of an

These techniques nevertheless&e%%oked the content of worker training, which might be a

resultant impact of traini@cﬁlt as well as training distribution design'®.

Q

It is believed that th€complication regarding staff training can be found in the following
four waysf%starters, it has nothing to do with the technical components of certain work
res@tie& Moreover, given the fact that many instruction manuals recommend it,
previous need evaluation for these training is rarely done. Third, organizations and
instructors seldom evaluate the behavior or result improvements that arise as a result of
such training. Whenever there is an evaluation, it is frequently about whether one feels

about the training or how one has learnt. The assessment form is known as a “smile sheet”
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since trainees frequently answer positively to the questions. However, the training's impact
is unknown. Fourth, despite the lack of empirical proof of a relationship between personal
training courses and improved corporate bottom lines, personal development training has

grown rapidly'®4,

Training presents a prime opportunity to expand the knowledge base of all emp 0@; but
many employers in the current climate find development opportunit%& ensive.
Employees attending training sessions also miss out on work time which*may delay the
completion of projects. However, despite these potential® @3'&(5 training and
development provides both the individual and orgamsatlo %whole with benefits that
make the cost and time a worthwhile investmen b@ﬂu‘n on investment from training

sHuman Resource professionals also

and development of employees is really a no %

believe that an organisation is only as@c:j its employees, and this understanding

suggests that training should be mor@lﬁcally responsive to employees'training needs'%.

Effective company leaders ac‘hq&gdge that their one-upmanship in today's market place

is the people. They additi 19 recognize that couple of organisations understand exactly

how to handle per@
are unaccepiéb@"today’s vibrant workplace.

fficiently, mainly due to the fact that standard monitoring designs

To&e an organisation, both little as well as huge calls for staffing them with qualified
workers. The education system in Nigeria does not effectively teach work abilities for a
placement in a specific organisation as well as couple of workers have the requisite
understanding, proficiencies, abilities, and also capabilities required to function.

Consequently, several staff members call for comprehensive training on duty to get the
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needed expertise, abilities, capacities, and also proficiencies required to make substantive

payment in the direction of the organisation’s development!%®.

The performance and also success of an organisation rests on individuals that function and
also work within the organisation. It adheres to for the reason that for the staff members in
an organisation to be able to execute their obligations and also make significant ents

2

to the success of the organisational objectives, they require to obtain the perti abilities
as well as knowledge'®’. In the admiration of this reality, it is essentia@anisations to
determine the training and also development requirements of its@se'ﬁs, with its training
requirement evaluation as well as straighten such requ%g%ts to the organisational

requirements and also purposes in order to actualise tl}%ganisational vision and mission.

Hence training encourages employee as well a %them extra efficient and innovative.
Well-trained workers are more capable @ger to exercise greater authority over their
employment; they require less ove@ allowing organizations to focus on some other

activities; because staff are better qualified to answer client queries, rising consumer

loyalty. Staff understan jObs are also less quick to argue, are far happier, and driven,
which improves @rial interactions'®®. Among the most essential components in

employees’ c@a)\fion is the ability to continue to develop via training and development.
2.1.11 Benefits of Training and Development for Organizations

Employee training and development is among one of the most considerable incentives
utilized to aid both people as well as companies in attaining their temporary objectives and

long-term goals. It must be noted that, training and objective not just enhance
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understanding, abilities, and also mindsets, yet it likewise provides a number of various

other advantages. Some of the common advantage of employee training and development

arc

170.

It boosts workers' spirits, self-confidence, as well as inspirations.

Since people are able to lower waste, it decreases manufacturing prices. « (b

A

It promotes a complacency which consequently minimizes, t ver and

absenteeism. %

[ ) “
It enhances employee’s participation in the modification &‘gg‘@%ure by supplying the

expertise required to adapt to difficult as well as b& -flew circumstances.

It unlocks acknowledgment, greater pay, g@@promotion.

It assists the company in boostin -@essibility as well as high quality of its
personnel. It is significant to eai\wf' mind that people end up being much more

effective due to the fact t@aming and development programs enhance people'

0’

ir' such programs!”!,

people to péi:@

capabilities and al%Mes. Also, companies supply tuition compensation for

Furthermore, tr&@ng and development programs provides numerous advantages to

company’s people and companies, they are:
9

In@al Benefits: Training and development programs aid people in discovering the

soft, functional, as well as technological abilities essential to execute their tasks. They

accomplish greater degree of work contentment, due to the fact that they feel they are

investing their very own future. They really feel that their duty within the company has a

genuine function. Considering that the people' commitment often tends to increase
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considerably, they spend even more of their effort and time in attaining the bottom line for
the company. People have a tendency to proactively look for possibilities to obtain cutting-
edge abilities, to experience varied functions and also obligations, as well as to search for
added individual and also professional development. Such propensities increase their work,
self-worth, as well as self-confidence satisfaction!’. Training and development increase the

° (b
general efficiency of people. \
&

Organizational Benefits: Training and development programs aid co %?Qremaining
affordable and competitive in their various industry. The Amng Seciety for Training
and Development (now known as the Association for Talent @pment) identified a link
between financing for employee training and develop’r@ activities and higher earnings
from the stock market. Organizations that spen@%imately $1,575 per employee on
learning, obtained 24% development in b@enue and also 218% rise in income per
worker. Consequently, development%'wel as training programs assist companies in

maintaining their ability, di in&%@fng themselves against various other companies,

enhancing their appearanc% ;be best company in the work market, as well as raising the

total business perf@e%?

Every compan ccountable for enhancing workers' efficiency by carrying out efficient
eé’n

as well a@

most'erucial possessions of a company, it is critical to maintain such a concept. Company

ent training and development programs. Given that employee are one of the

has to enhance the payment of its workers by guaranteeing an ideal resource of personnel

that is functionally, practically, as well as socially with the ability of becoming specialized

or supervisory duties. Generally, companies that proactively carry out employee training
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and development programs obtain favorable outcome from the people that make use of the

programs'’4,
2.1.12 The Purpose of Training and Development

Training and development take place at various level of the company and also aids people
in obtaining varied objectives. This initiative helps people in lowering their stress and
anxiety or aggravation encountered in the office. When a job is not eff§cti '&e\xecuted
and also completion outcomes are not viewed as anticipated, the per%x'}g not really
feel determined to maintain performance!’*". People that are Hhto perform at the
anticipated level of efficiency might also choose to leave th&%%}\)any, since they feel they
are not efficient and also come to be disappointed @eir task. Therefore, employee
training and development acts as the device that &st increase the proficiencies required
for employee performance, however it ac@fé-ll gives the ways to help people in feeling

a lot more pleased with the outcomes @eir performance.

Q

Increase competencies cause N better efficiency as well as retention. Worker training
and development is a cm@?ement of Human Resources preparation tasks, since it not
just takes full adv taQeof the returns of people, however it might additionally bring in
much bet Qy to the company!'’S. Adequately, it establishes the assuming capacities
and agination of people for far better choice production, customer support, issues
dealing with, and also general self-efficacy!”’”. On top of that, employee training and
development offers the abilities when people relocate from one job to one more of a

various nature. In any levels of the company, it is vital to provide high-quality work.

Employee training and development ought to be made use to orient people and also to

boost their functional and also supervisory abilities. By supplying core effectiveness as
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well as framework throughout the worker training and development procedure, it raises the
possibility for people to successfully provide the objective, while sustaining others in
producing a discovering society as component of the company's calculated objectives.
When companies give the sources needed to do a task, people come to be completely
satisfied with their tasks as well as even more efficient, while the company comes to be a

QP

lot more effective!’8.

L&
2.1.13 How Does Employee Training Influence Outcomes? QO
Training delivery style is a very important part of training. Em.qu%Smgre very conscious
about the delivery style. Thus, if someone is not delivering @aining in an impressive
style and not capturing the attention of the audience, i@éans the trainer is wasting the
time!'”. Therefore, it becomes imperative for a@%o engage its audience during the

training session. Delivery style means sod@the training because it is what goes into

making the change expected in the traf%e'.

The Human Resource Depa@ust ensure that no matter the type of method used,
must be able to catch the&%inee’s interests. Once training has been designed, then the
actual delivery of @Q n begin. The general recommendation is that training be pilot-
tested or co d@&d on a trial basis in order to ensure that the training meets the needs

identified and that the design is appropriate!'8°.

Q

2.2 Theoretical Review
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The theoretical framework of analysis of this research study is the four theories employed
to explain the variables. The theories are the Human Capital Theory, System theory,
Resource Based theory, and Expectancy theory. Human capital theory is the preferred
framework for this study because it recognizes that individuals' skills and knowledge
acquired through work experience are critical determinants of job performance. It aligns
with the study's focus on skill development, education, and their impact %g}hancing
workforce productivity within the dynamic private sector of Southwest .@8@

2.2.1 Human Capital Theory i -

Human capital is the stock of habits, knowledge, soci{%% personality attributes
including creativity embodied in the ability to perfor@a r so as to produce economic
value'®!, Human capital theory can trace it orig@ acroeconomic development theory.
In the 1950s, the main factors of prod ct}b\i& mprised of land, labour, physical capital
and management'®?, However, by &i,)however, economists had great difficulty in
explaining the growth of the Uni %tate economy based on the aforementioned factors of

production'$3.

N
It was the empi@l)@% of notable scholars that challenged the prevailing assumption
that the gr v@q{ physical capital is paramount to economic success. The basic premise
behind 1‘1$1 capital theory is that, people’s learning capacities are of comparable value
w@her resources involved in the production of goods and services!®4. When applied in
the context of organizations, human capita theory suggests that, individuals who invest in
education and training will increase their skill level and be more productive than those less

skilled, and so can justify higher earnings as a result of their investment in human capital.
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Human capital is somewhat limited because it does not take into consideration the concept
of ‘value’ and the importance of ‘investment’ in human capital. Education raises earnings
and productivity mainly by providing knowledge, skills and a way of analyzing problems.
Moreover, one of the proponent’s ideas play an important role in contemporary employee
development and learning literature, as human capital theory fuels the idea that
employees’ knowledge and skills can be developed through investment in %&OH or
training, that is, learning'®>. In 1981, a revamped definition was done. .ﬁ%%nan capital
is defined as ‘all human abilities to be either innate or acquired,<or .%t ributes which are

valuable and can be augmented by appropriate investment w@uman capital.

Q

One of the proponent of this theory argued that ﬁm@e less willing to pay for general
skills primarily because, in a competitive laﬁarket, where workers receive their
marginal product, firms could never re@-)&éi investments in general skills, so they will
never pay for general training. More%r, as the skills are classed as ‘generic’ in nature, an
employee could easily swiﬁ&%%nother employer as their skills are not firm-specific.
Thus, the firm would %ﬂits initial investment. He further assert that employees

themselves wou‘d h@ e right incentives to improve their general skills because, in

competiti @ﬁkets, they are the sole beneficiaries of the improvements in their
§§186.

produ(@i

Morgver, workers can undertake such investments quite easily by accepting a lower wage
than their productivity during the period of training. The logic behind this observation
relates to the idea that employees will view paying for general training as an investment,
which they anticipate will lead to higher future wages, regardless of the firm they are

working with. Human capital theory is needed for companies to achieve goals, develop
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and remain innovative'®’. People and their collective skills, abilities and experience,
coupled with their ability to deploy these in the interests of the employing organization,
are now recognized as making a significant contribution to organizational success and also

constituting a significant source of competitive advantage.

However, human capital theory studies usually assume that, experiences are trans]@ﬁ? into

@vior and

knowledge and skills. It underlines that, people possess innate abilit.ies,
personal energy and these elements make up the human capital they‘@?geir work. It
is indeed the knowledge, skills and abilities of individuals thaf)ﬁ%ﬂ value. That is why
the focus has to be on the means of attracting, retaining an&@%oping the human capital.
Individuals generate, retain and use knowledge aﬁ@ill (human capital) and create
intellectual capital'®®. Their knowledge is furth anced by the interactions between

them (social capital) and generates thc’rj@nalized knowledge which organizations

possess (organizational capital). %

It was observed that peopl%}ess innate abilities, behaviors’ and personal energy and
these elements make Human capital they bring to their work. And it is they, not
their employers,vagown this capital and decide when, how and where they will
contribute™ @ other words, they can make choices. Work is a two-way exchange of
val @t one-way exploitation of an asset by its owner. It is indeed the knowledge,
skills”and abilities of individuals that create value, which is why the focus has to be on
means of retaining, developing and maintaining the human capital they represent!®’.
2.2.1.2 Limitations of Becker’s Research

Despite the significant contribution of his work to contemporary academic thinking on the

management of people, her work has also been the subject of a number of practical and

71



theoretical criticisms over the years. First, it was noted that Becker’s initial research on
education and earnings ignores the role of worker experience'”’. He declined to measure
experience, despite its importance for employers, who rank it both highly in selection and
employment. Secondly, the concept of ability in his research is a contentious issue.
Although he adjusted for IQ and individuals’ performance in high school, that is, high
school rank in his analysis, many theorists still contend that the purported ca@%ct of

education on earnings may instead reflect ‘ability’ rather than any pro%étg@-enhancing

skills gained through educational institutions'®!. ‘%'\

Furthermore, he disregards any education or training that %&%\er formally structured nor
requires financial investment. In other words, his@laces too much emphasis on
investments in formal training, that is, genera a‘?speciﬁc, and neglects the role of
informal training/informal learning'®?. .oéul earning is essentially learning by doing,

or learning from experience. For @ple, employees can learn a lot by just casually

experimenting on the job. l&n)g;q'eaming is especially prevalent at the beginning of a

worker’s employment. %0\

Meanwhile, it w@hasized that while he subdivides skills into general or specific,
many skil o be industry-specific. Some authors build on Becker’s framework and
make @is inction between general, industry and firm-specific skills. The authors argue
that industry-specific training can be defined as training which boosts the productivity of
all other firms in the industry, but not outside the industry. Examples include skills

acquired through apprenticeships and at vocational schools!®3.

Human-capital theory has attracted much criticism from sociologists of education and

training. In the marxist renaissance, it was attacked for legitimating so-called bourgeois
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individualism, especially in the United States where the theory originated and flourished.
It was also accused of blaming individuals for the defects of the system, making pseudo-
capitalists out of workers, and fudging the real conflict of interest between the two.
Human capital theory can be regarded as a species of rational-exchange theory and open to
a standard critique, by sociologists, of individualist explanations of economic
phenomena!®*. The human capital theory considers people as assets and str%%?at the

investment in people by organizations will bring worthwhile returns. E‘\QO

2.2.1.3 Application of the Human Capital Theory -
The application of human capital theory to the study o @brk Experience and Job
Performance in the Private Sector of Southwest Niga@@ghly relevant, as it provides a

comprehensive framework for understanding Wonship between work experience

and job performance in the context of t;m@?pital development. Human capital theory

posits that individuals' knowledge, $kil d abilities are valuable assets that can lead to

increased productivity and e on@growth. This theory fits well with the study because

.\
capital'®>. : Q’Q

As individua&g@in work experience, they are likely to acquire and enhance skills and

it allows researchers to §ess ow work experience serves as an investment in human

knowledge. relevant to their jobs. This, in turn, can positively impact job performance.
H@ capital theory provides a lens through which to analyze how the private sector can
benefit from employees who continually invest in their own human capital through work

experience'%.

It also highlights the importance of education, training, and skill
development, which are integral components of human capital, and how these factors

influence job performance in the dynamic economic environment of Southwest Nigeria.
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2.2.2 Resource-Based View Theory

The resource-based theory is a managerial framework used to determine the strategic
resources a firm can exploit to achieve sustainable competitive advantage. It also analyzes
and interprets resources of the organizations to understand how organizations achieve
sustainable competitive advantage. Resource-based theory emphasizes the importance of
human capital for sustainable organizational success. The accomplisk@ of an
organization’s aims and objectives depend on the quality of its wor ! %his is why
effective recruitment remains a key factor in the success of an o§g<%iz%tionl97.

The resource base theory takes an inside-out view or ﬁ%@iﬁc perspective on why
organizations succeed or fail in the market place”g@ssible for businesses to develop
and maintain competitive advantages, to utihz¢ these resources and competitive
advantages for superior performance. @%a ion can be considered as a collection of
physical resources, human resou %and organizational resources. Resources in the
context of this theory is se%g)all assets, capabilities, organizational processes, firm
attributes, information, wledge, and so on controlled by a firm that enable the firm to
conceive of anc@n@m nt strategies that improve its efficiency and effectiveness!®.
However, 4t @nperative to emphasize that one of the articles of the proponents titled,

‘Firm ées rces and Sustained Competitive Advantage’ is considered as the pivotal
li®re for the emergence of the theory.

The Resource Based View argue that sustainable competitive advantage is attainable when
firms have a human resource pool which cannot be imitated or substituted by rivals. Hence,
firms should constantly evaluate their workforce to ensure that they have the right people

with the right skills in the right places to ensure sustained competitive advantage®®. A
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major part of any firm’s strength or weakness stem from the caliber of the people
employed and the quality of their working relationships. Identifying what is most valuable

and protecting it with “barriers to imitation” is at the heart of resource base thinking.

The proponent of this theory believe that, internal recruitment is the most efficient in
terms of employee performance and firm-specific knowledge and skills method of
recruitment. External recruitment is when people are recruited from @}&}}de the
organization to occupy vacant positions. While internal recrui x when an
organization recruits within its ranks to a fill vacant position.s.&e\ also argued that in
many cases, external hires tend to have more experience.@ are better educated than
internally promoted staff. Thus, it was contended thﬁ@ decision to hire within or from
outside of the organization depends on factors @as the nature and level of the job, the
characteristics of the organization, an @&m of the organization’s human resource
policies?’!. The choice of methods @ever, aims to fill the vacant position with the best

candidates in order to achie\@g‘etitive advantage.

Drawing again on resou bgse theory, organizations compete against each other on the
basis of their (@:’% and capacity. Competitive advantage is achieved if an
organization’éﬁqources are valuable, rare, and costly to imitate. Resource based theory
advances “that, human resources form an essential factor in terms of assisting an
o@aﬁon in its goals, mission, and vision and in terms of achieving a competitive
advantage. The theory maintains that the strategic capability of an organization depends
on the quality and strength of its human resources. Therefore, the theory focuses on the
skills, knowledge and competencies advantages over its competitors by attracting,

employing, and retaining resourceful workers2%2,
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Furthermore, a resource-based theory must fulfill “VRIN’ criteria in order to provide

competitive advantage and sustainable performance. The “VRIN’ criterion is explained

below;

1.

Valuable: Resources are valuable if it provides strategic value to the firm.
Resources provide value if it helps firms in exploiting market opportunities or helps
in reducing market threats. There is no advantage of possessing a resm%\l‘;qt does
not add or enhance value of the firm. . ‘\QO

Rare: Resources must be difficult to find among the <xisting and potential

. 4%%

competitors of the firm. Hence resources must be rare \ique to offer competitive
advantages. Resources that are possessed by as&%ﬁal firms in the market place
cannot provide competitive advantage, ai@%nnot design and execute a unique

N

business strategy in comparison wifh competitors?®3,
ctwirhitability means making copy or imitate the

Imperfect Imitability: Impe%

resources will not be fe si%%‘bttlenecks for imperfect imitability can be many viz.,

difficulties in acqui ir@esource, ambiguous relationship between capability and
»

competitivei;@

sustainedcoripetitive advantage only if firms that do not hold these resources cannot

acﬁ%‘?emm.

or complexity of resources. Resources can be basis of

@—Substitutability: Non-substitutability of resources implies that resources can’t

be substituted by another alternative resource. Here, competitor can’t achieve same

performance by replacing resources with other alternative resources.

In relative term, organizations or firms which recruit and retain exceptional individuals

have the capability of generating human capital advantage. However, a difference should
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be established that between ‘human capital advantage’ and ‘human process advantage’.
The former results from employing people with competitively valuable knowledge and
skills, much of it tacit. The latter, however, follows from the establishment of difficult to
imitate, highly evolved processes within the firm, such as cross-departmental cooperation
and executive development.

The use of the human resource management system is necessary for ﬁn&l&&‘bgain a
competitive advantage. This was also argued that, technology and ca 1. ﬁ%@e acquired
by most firms any time, for a price, but it is not easy to ac?uirgrgady pool of highly
qualified and motivated employees®®. Thus, in order to be G%Mentiated, the companies

need to be very careful with the recruitment and sel&@%?ocess. The company’s human

resources practices would therefore need @hasize “selecting highly skilled
individuals”, . @
O

Companies and organizations shou@onsider recruitment as a key tool to achieve the
overall business goal becam&% new employee is always active, ready to learn new
things and easy to adapt«to, the new environment®%, It is better for them to find the right
person directly @&1 recruitment process than having them trained later because
training a opment can be quite costly. This is one case of how the human resource

strate gé

to applicants who possess the knowledge, skills, abilities or other attributes required

ith the competitive strategy. It must be stressed that employers must aspire

to successfully performing the job most effectively.
2.2.3 System Theory
Systems theory is the interdisciplinary study or approach of a systems. A system is a

cohesive conglomeration of interrelated and interdependent parts which can be natural or

77



human-made. In other words, a system is also an entity, which is a coherent whole such
that a boundary is perceived around it in order to distinguish internal and external
elements and to identify input and output relating to and emerging from the entity. Every
system is bounded by space and time, influenced by its environment, defined by its
structure and purpose, and expressed through its functioning?’. %

A systems theory is hence a theoretical perspective that analyzes a pherzo @en as a
whole and not as simply the sum of elementary parts. The focus is @actions and
relationships between parts in order to understand an entity’ fization, functioning
and outcomes. Simply put, it is based on the belief th%&%\iduals do not operate in
isolation, but rather grow and develop in intera.&%ith their physical and social
environment. There are many proponents of &ory because of the multidisciplinary
approach?®. System theory is derived:@\ﬁ

parts of a system that interconnect a@teract to make a complete whole.

eneral systems theory, which explores the

System theory describe a phﬁ(@uon be it physical, biological or social. It is conceived

as an organized structur@d%hﬁch is functional and identifiable through interrelated parts or
sub-systems. Syﬁn) ory is delineated by identifiable boundaries from the supra-system,
that is, th e@wnment which it embedded. Thus, a system is situated within a larger
contex jar:%nvironment with which it engages that involves inputs and outputs process
whieh/can be schematically represented?®.

Any organization is constructed upon various systems and subsystems. Human body is
built on different systems like skeleton, nervous, muscles, digestive, excretion and
reproduction. These systems and subsystems are inter-connected and inter-dependent and

more results could be achieved if their relationships and inter-connectivity are
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strengthened. People who work in a conducive organizational environment say within the
system and sub systems have a definite goal to achieve. Therefore, in this systematic
organization, all managers are to tend to work cooperatively?!©.

In system theory, however, organization is visualized as a system consisting of interacting
parts. There are main ingredients in a system through which system analysis also could be
performed. These ingredients are parts of a system, interactions, links and co%xu\qcation,
processes, and the goals of the systems. Parts of a system are 1.&@ Is, formal
organization, informal organization, status and roles and the ys%cal setting. Hence,
individual is the most significant element of the system?!!. %

2.2.4 Expectancy Theory QQ

Expectancy theory is one of the theory used 1«%&11@ the variables in this research.
The theory was initially put forward by a ian professor, Victor Vroom at the Yale
School of Management in USA. T ga)y suggests that, that behavior is motivated by
anticipated results or conse%@s%e further proposed that, a person decides to behave
in a certain way based on the’expected result of the chosen behavio?'?. In essence, the
motivation of th %selectlon is determined by the desirability of the outcome.
However, at t igof the theory is the cognitive process of how an individual processes
the diffe‘%\otwatmnal elements.

E@Qcy theory can be traced back to older motivational theorizing, such as hedonism,
that is, the idea that people will always select from alternatives the one that they believe
will maximize pleasure and minimize pain as found in the work of ancient Greek

philosophers. Although, there were other similar early approaches to expectancy theory
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that included concepts like valence and expectancy but Vroom’s 1964 theory was built on

these theories and was specifically rooted in the work environment?!3.

This theory states that people will be motivated because they believe that their decision
will lead to their desired outcome?'4. This theory proposes that, work motivation is
dependent upon the perceived association between performance and outcoga&s and
individuals modify their behavior based on their calculation of antisipa @%comes.
Teachers would put much or less effort depending on what they expe@éﬁe outcomes
of the whole process because the expectancy theory of motiyatien,is\best described as a

process theory as it emphasizes employees’ perceptéé%%\@f the environment and

L ]
subsequent interactions arising as a consequence of per@al expectations?'®,

N

Also the theory suggests that, employees will inated if there is a positive correlation
between efforts and performance, bear@%ﬁ'ﬁi d that better performance will result in a
desirable reward and that the rewa@l satisfy an important need. For instance, teachers
need to clearly identify the%& work performance as a result of hard working which
will result into issues dmotion, money incentives, appraisal, recognition and such
things and that @r ewards will satisfy their needs as employees with their ranks,
experiences, @emic qualifications and working environments?!®,

In ord%fo an individual to be motivated to perform a certain task, she must believe that
if@exerts enough effort, she will be able to achieve whatever level of performance is
required. Using job performance as an example, if a person works hard at her job, she
must believe that she will be able to meet her employer’s performance requirements. This

relationship is referred to as expectancy?'”. An individual must also believe that her
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performance will result in a particular outcome. The linkage between performance and

outcomes is called instrumentality.

An individual may view an outcome as desirable or undesirable. The final condition
needed for an individual to be motivated is for that individual to positively value the
outcomes that she believes she will receive for her performance. This is refe to as
valence. Expectancy, instrumentality, and valence are based on individual p @ﬁon. Asa
result, individuals working in the same organization may have Very«@n ssessments
of expectancy, instrumentality, and valence. Therefore, their ivation may vary. In
expectancy theory, motivation is the product of expectan%%}umentality, and valence,

that is, Motivation, Expectancy, Instrumentality and@cem.

The multiplicative relationship among tl{ﬁ eliefs has a number of important
implications. It implies that motivat@ll

expectancy, instrumentality, and @e. The reverse should be true when there are low

e high when there are high levels of

levels of these three factors.Wover, if an individual lacks just one of these three beliefs,

expectancy theory prg‘@alat motivation to perform would be low because of the

multiplicative na@g 0

considere @ necessary but not sufficient conditions for motivation. In other words, an

the relationship?!®. Expectancy, instrumentality, and valence are

indi i@l ust have all three beliefs to be highly motivated. Although not as prominent in
the Mterature, a few scholars have also criticized expectancy theory for failing to

distinguish between conditions of certainty and uncertainty?2°.

Expectancy models of behavior may be different for conditions where outcomes are
certain and for conditions where outcomes are uncertain. To use expectancy theory to
explain motivation, an individual must be able to assess the likelihood that the effort will
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result in the required level of performance, the correlation between meeting performance
requirements and receiving rewards, and the value of these rewards. However, expectancy
theory fails to account for circumstances in which there is uncertainty??!. For instance,
expectancy theory requires that an individual be able to assess (a) the likelihood that
working hard will result in her satisfaction of her employer’s performance requirements,
(b) the correlation between meeting her performance requirements and r%‘%ng job-
related rewards, and (c) the value of these rewards??. It is unclear wha y %ncy theory
would predict when any of these conditions are not met. D 1;§ these limitations,
expectancy theory is still regarded as one of the most prom1@aotlvatlon theories.
2.3 Review of Empirical Studies
Previous research had identified that 1nd1v1dua®‘§m extroversion, and conscientious
show more willingness to be committed tok@s organization than those that are not. In a
more recent study, two scholars%;s\)lgated the relationship between personality
characteristics and affective org@ﬁon commitment among Bank employees in Nigeria
in 2016. The study sample con 1sted of 210 respondents from ten 10 purposively selected
%couﬂ The study revealed that, a positive and significant

bank branches i
relationship e :Uétween the five personality dimensions and affective organization

cornrmtf%lQ

Ir@udy of Job satisfaction and employee performance, Alamdar, Muhammad, and
Wasim investigated the impact of job satisfaction on employee performance in
autonomous Medical Institutions of Pakistan. The sample of the study was comprised of
200 doctors, nurses, administrative and accounts staff working in autonomous medical

institutions in Punjab. 250 Questionnaires were distributed out of which 200 were received
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back and used for analysis. SPSS was used for data analysis statistically. Findings
revealed that, facets such as: pay, promotion, job safety and security, working conditions,
job autonomy, relationship with coworkers, relationship with supervisor and nature of
work; affect the job satisfaction and performance?**.

A research was conducted by an author on impact of job satisfaction on employee’s
performance, that is, employee’s impressions, inclinations, desires, and %@ﬁzaﬁons
towards their jobs in the faculty of science and humanity studies univ : %16 research
determined the relation, association and impact of job satisfaction factors and its

: {w

dimensions on employee’s performance in the faculty. The \ample size of research is
86 members of teaching staff from the faculty withn@%@ing 46 and female being 40.
The research concluded that whenever the@%etter work conditions, pay and

promotion, and work relationships there is @er job satisfaction??>,

An investigation on the impact of j %atlsfaction on employees performance was carried
out in 2016. The main obj e%%ﬁ‘qlis study is to examine the impact of job satisfaction
on employee’s performange, syith Nigerian Breweries Plc Kaduna as a case study. In view
of the above ca@%&was collected from both primary and secondary sources. 400
copies of q%ﬁpnnaire were administered to the respondents and 357 copies of
questio@ were returned successfully which was used as the bases for the research
a@s. The research findings revealed that there is a linear relationship between job
satisfaction (nature of job, job reward and job security) and employees performance proxy
which is employees morale. It was concluded on the note that employees are dissatisfied

with the working conditions of the organization®?°.
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The relationship between motivation and staff performance was carried out by in 2017.
The study revealed that the management of Pam Golding Properties partially used
motivational goal-setting as a motivator to their employees. They also allowed the
employees to be involved when setting their goals, although they did not find them
challenging or difficult at all, despite them being specific. The study also showed that
there was a lack of regular training and development for the employees to @%ve their

key skills and knowledge and this is an area that should be addressed??”. ‘\QO

Some scholars carried out a study purposed to find out whqt}@em was a positive or
negative relationship between employees and the environm&g&at they were working in
2012. Results of the findings indicated that the relat.i(m@ip between employees and their
managers were poor. The study concluded tha environment which an employee in
subjected affected their performance .?Ribd e Buying Company in a big way and
positively. With regards to these ﬁn@s, it is only right to acknowledge that companies
should improve the working%gﬁons of an organization to enhance staff performance??.

2.3.1 Work Experience "

This concept expl @%her a job component and responsibility (paid or unpaid) which
have the end%qnent of the relevant authority fits or misfits with the personnel.
Numerous ‘discourses and scholarly controversies have emerged on this concept. This is
no@onnected with the rapidly changing society. It's usually gathered through
recruitment and provides the opportunity to benefit from the development of a range of
relevant experiences that equip them in skills acquisition in a defined or indefinite

environment?%,
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In either public or private sector organizations, change has become inevitable to societal
demand as a result of several factors such as; financial pressures, a focus on core value-
added, adaptation to global demand, information and communication technology etcetera.
These have diverse implications on the requisite attributes and careers of workers?.
Graduates’ trainees usually need to get some form of internship and training before being
immersed in the entire process but many organizations are no longer offering&é&onal,
graduate training schemes and graduates are now getting employed in $ .d‘& medium

enterprises (SMEs) with no initial training schemes but the dlregt%m%umptlon of work.

This has resulted in a lot of pressure on new members of sta @elr various roles.

As established, the changing nature of work g& graduates to be work-ready
following graduation to ensure economic co %t: ness in a global context. There is a

growing expectation in the world that g a u ould be immediately effective and also

help the organization deal with ch@ Work readiness is a result of the development
function of work experle ork experience is being contextually viewed by
employers in organizati t&rms. Employers believed that experience is sufficient for

the worker to un@ e industry and its culture in addition to specialization®*!. This

will help ‘@ﬁng other factors that will bring out the best in the worker to discharge

job res%m ilities.

Many employers expected an employee to have work experience that will relate to the
development of job-related attributes. Anyone who is job hunting and possesses required
work experience is a vantage position over other applicants when applying for a job.
Identifying and articulating what has been learned in the work experience would be an

important factor in the job?32. Application of what has been learned is important to
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workers. It's a way of conveying the work experience of potential workers to employees.
The extent of work understanding can be used to assess employees' work experience?.
In another view, one of the most important components of work experience is skills and
knowledge of job role which can be acquired through training and education of

employees®*,

Employees' commitment is a psychological condition that shows their will' &usness.
Some scholars argued that commitment helps in searching for a spec?%'}al desired. It

requires devotion of time, energy, and the ability to help get it Active engagement

that helps to establish and maintain relationships with ar%@%zization. It helps get an

understanding of how to overcome resistance to %ﬂ@

It's very important to support individual .as@%rsonal success. It's the strength of the
introduction and involvement of a rsgjm a particular organization. The tendency to
engage in a consistent line of acti@because it considers the cost of implementing other

0’

activities. It's the degree ﬁf‘e loyee concern and its contribution to organizational
e relative strength of the joint individual identification and

success and commit
its engagement,{vd he organization?*>. In another opinion, personal development is
defined t’%@lence. Work experience is the degree of skills and knowledge mastery of
a his work which can be examined by the period of work, degree of workers'

skill-set, and mastery of the routine of the workplace.

2.3.2 Types of Work Experience

The Career network at the University of Birmingham conceived types of work

experiences as,;
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1. Placements: This is usually taken in a formal occupational setting. It involves
graduate-level recruitment processes and employment. The placements and years
of industry experience last for approximately 48 weeks. Institutions of higher
learning often regard them as a part of the requirements for qualifying for a
degree. Formal company schemes also tend to target penultimate year students
and advertise openings to help students develop career-specific and @%rable
skills. Employment is usually paid in most countries of the worl ¢ % them?%,

2. Summer Internships: are also taken in formal occupa:tio@gttmgs. It involves
graduate-level recruitment processes and employme&@;} usually taken during

summer vacation, lasting up to 3 months. This ki f employment also helps to

develop career-specific and transferable @

3. Part-time work: Many students in@{ institutions of learning work part-time

during school sessions and h%' . They work in different sectors and have a
range of roles. Thes c%%%lp develop valuable transferable skills such as
communication, te rr%ilding, organizational skills etcetera. Part-time work
helps deve&)@able skills and also raises funds for personal projects such

as education"or family support??’.

4. V@eering: This kind of experience involves voluntary application and

@urement of employment in an organization in an endeavor the applicant is

knowledgeable and passionate about. Volunteer employment is usually unpaid
and workers are only encouraged with transportation costs in some cases. The

essence of volunteering is not for the financial benefits but passion and work
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experience. Volunteering offers a great opportunity to get experience in diverse

settings and occupations and can vary in terms of the time and effort committed?3®.

5. Work Shadowing: Involves spending a few days to a few weeks observing

someone at work and learning more about an occupation. Work shadowing
supports career planning and decision-making. 00‘

Work experience connects learning with activity. Learning and articulati '%\not be

separated and therefore to use knowledge to its fullest potential it m@mplemented,

performed, and enhanced as part of a synergy?*. To reﬂed\){t&yﬁ)ortance of work

experience, a scholar argued that 'words can be learned an%‘@ted but it does not mean

that one has the skills'?*’. Learning of theories @ in educational institutions is

N

insufficient because the application of that learning-for the 21st-century graduate will be

increasingly nuanced and hybrid. ‘ ‘\\'

S

It is not sufficient for people to @experience' the workplace passively, they need to

actively engage to learn, 'learr}@) is the product of efforts to interpret, and translate what

I

was experienced to aning out of it. This requires honed skills of reflection, to
reflect effectiv%@what has been learned from the experience, and acknowledge and
build upm%& Work experience allows workers to reflect on and execute the theories
le Q the past to the roles and functions acquire to develop more transferable

employability skills?*!.

2.3.3 Job Performance

Employees’ performance is very important to every organization. Demonstrating

performance when achieving a goal result in satisfaction, feelings of self-efficacy, and
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mastery. Good-performing individuals often get promoted, awarded, and honored for
their work. Career opportunities are availed to high-performing individuals more than
others?**?. Work performance is an abstract, latent construct that cannot be pointed to or
measured directly. It is made up of multiple components or dimensions. These
dimensions, in turn, are made up of indicators that can be measured directly. %

To operationalize individual work performance, we should explicate &'t%\nstruct
domain of work performance and identify its dimensions and indicato‘r%'b\performance
in organizations is becoming a critical subject of discourse b@@%af its relevance to
various narratives on productivity, efficiency, and effecti@*& in both the public and
private spheres. A scholar defines job perform n@behaviors or actions that are
relevant to the goals of the organization. T%édeas can be identified within this

definition. Work performance is those @3\)9\

goals which should be seen as beha '@ther than results®®,

Q

Some scholars defined work performance as scalable actions, behavior, and outcomes

'\
that employees eng@l or bring about that is linked with and contribute to

1§ that are relevant to the organization’s

organizational g{&i 24 Wok productivity is different from work performance, although
both con@ used interchangeably. While work productivity is seen as input divided
by. Q it’s a narrow concept to work performance. Job satisfaction is conceived as a

yardstick for work performance?®.

One characteristic that can be used to differentiate job performance is the process and
outcome of performance. One aspect refers to what people do while at work, the other

one is the action itself. Job performance includes some specific activities which include;
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sales conversations with customers, programming computer software, and assembling
parts of machines. This implies that the only actions that can be measured are regarded as
performance. It also includes the performance and productivity of tasks. It covers a

personal contribution to the performance of the organization?#°.

Job performance is an action that attracts the formal reward system and addre the
requirements as specified in job descriptions. It consists of activitieg t &nsform
materials into the goods and services produced by the organizaticf%'\allow for the
efficient functioning of the organization. It also consists of beha@a’ﬁ does not directly

contribute to organizational performance but supports t%%%ganizational, social and

Q

psychological environment. Job performance %{@Qt from task performance as it
f

includes activities that are not formally part % job description. For instance, job

°
performance is a process of demonstr@

policies, helping and cooperating %&h‘[hers, or alerting colleagues about work-related

a effort after organizational rules and

problems due to changing%%nics of work environments. To understand job
effectiveness, it’s impo t0) know about links between job performance, people, and

situation factors. @&fo ance is a very considerable factor influencing profitability?*’.

WV

Job perf@%& can be conceived as the ratio of output to inputs and benefits to cost. It
is 11 measure of the ability to produce a good or service. Job performance is the
evaluation of how some resources are managed to accomplish timely objectives as stated
in terms of quantity and quality®*3. Job performance may also be defined as an index that
measures output (goods and services) relative to the input (labor, materials, energy, etc.,

used to produce the output). It is simply a quantitative relationship between output and
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input>®. This definition is widely accepted and enjoys general acceptability due to certain

reasons.

Job performance is thought to be in the context of an enterprise or an economy as a whole
regardless of the type of production, economic or political system. It also remains the
same as long as the basic concept is the relationship between the quantity and qk of
goods and services produced and the number of resources used to produce t %}nother
scholar viewed job performance as the relationship between the ou@erated by a
production or service system and the input provided to c@tﬁis output?. Job
performance is thus defined as the efficient use of resource%@h include; labor, capital,

land, materials, energy, and information in the ;%q@g of various goods and services.
re

Good job performance means accomplishing th the same number of resources or
achieving higher output in terms of Volxe.e-})}d ality for the same input. It was opined
that job performance is the rela@ip between results and the time it takes to
accomplish them?!. Time i:&ﬁc%‘a good indicator especially because it is a universal

measurement, and is be Human control. The less time is taken to achieve the desired

result, the more p@ is the system.

WV

Regardles% ¢ type of production, economic or political system, the definition of job
4%& e remains the same. Thus, job performance may connote different things to
different people, the basic concept is always the relationship between the quantity and
quality of goods or services produced and the number of resources used to produce them.
Job performance is a comparative tool for managers, industrial engineers, economists,
and politicians. It compares production at different levels of the economic system with

resources consumed?>2.
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Job performance was defined as a ratio of some measure of output to some index of input
use. Put differently, job performance is nothing more than the arithmetic ratio between
the amount produced and the amount of any resources used in the course of production®>?,
This conception of job performance goes to imply that it can indeed be perceived as the
output per unit input or the efficiency with which resources are utilized*?. In effect, job
performance becomes the attainment of the highest level of performance wit% west
possible expenditure of resources. It represents the ratio of the qualit .5$@Jantity of
products to the resources utilized. It is evident from previous studj%o%l job performance
that almost all the definitions of job performance center @utputs’ and ‘inputs’>%,
Unfortunately, the definition of either output or input@@oth may sometimes pose a
threat to the understanding of job performance@put, it is in the form of goods if
visible and services if invisible. Input cm)\&‘ other hand is less easily defined. In
production, team effort is required, ogirfyuts to be interdependent, various elements
(inputs) are involved in the pro of output?*®. This makes the definition of input
more complex than that of 1@ To ease this challenge of defining inputs, it is common
practice to classif iI@QﬁO labor (human resources), capital (physical and financial
assets), and m rhi)resources. Also, in an attempt to bypass the challenge of defining

inputs, jo ormance is sometimes referred to as goods and services produced by an

in@% in a given time?"’.

In this sense, time becomes the denominator of output with the assumption that capital,
energy, and other factors are regarded as aids, which make individuals more productive?®,

It sees job performance as more intensive use of such resources as labor and machines

which should reliably indicate performance or efficiency if measured accurately.
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However, it is important to separate job performance from the intensity of labor, because
while labor job performance reflects the beneficial results of labor, its intensity means
excess effort and is no more than work speed-up?°. The essence of job performance
improvement is working more intelligently, not harder. Real job performance
improvement is not achieved by working harder for this will result in very limited
increases in job performance due to man’s physical limitations. Anot@&lolar

suggested that job performance refers to a measure of the quantity g@&@ of work

done, bearing in mind the cost of capital used?®. \‘%'\

Education and training only enable people in advanced soci '&%}o compete with the best
in the world. Under the human capital theory, t@ of government is to foster
conditions that encourage growth in the stock of htmman capital, since this is seen as vital
to the performance of knowledge-based@%‘\i s in a globalized society. Workers were
regarded as commodities that wer?b@ect to the natural laws of supply and demand.
Classical economists are readﬁ&a%uowledged for workers' motivation, their abstractions
were based only on the dmic aspects of reality. In the production process, workers

are undifferentia@ re seen as passive instruments. It was also affirmed that

performan iéﬂmction of capacity in form of ability, health, intelligence, willingness,

and op;@tu ity to perform?®!,

Essentially, performance is related to the extent to which an employee or organization
can accomplish assigned tasks and how the accomplished tasks contribute to the
realization of the organizational goals?®2. Employee performance can also be expressed as
job performance, employee productivity, and employee efficiency and effectiveness. A

scholar defined employee performance as an employee’s contribution to the organization,
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arising from the job objectives, schedules, deadlines, and product/service requirements®2,
To utilize employees effectively as a valuable resource of the organization. Attention
must be given to the relationship between staff and the nature and content of employees’

job functions?®3.

Organizational job design has a significant effect on staff. It’s also important to ‘k@gthe
quality of working life. To overcome the challenge of ineffective per @ce, the
organization needs to know what the staff needs and how best t@f\e work more
satisfying. To assess employees’ performance, an evaluation mu done on employees
over some time. This will help improve employees' pe@@nce subsequently, their

-

remuneration, and also foster communicationbévy@managers and employees and
e

increase the employees’ and the organization’%m tiveness. On the other hand, it can
n

also have negative effects such as; caus"ng?)t}é ent, reducing motivation, diminishing

performance, and even exposing tlzﬁ‘@anization to legal action?®*. Evaluation of staff

performance serves an admin@e purpose.

It also provides man@t?l the information they need to make a salary, promotion,
and dismissal \decision; helps employees understand and accept the basis of those
decision?%q necessary, provides documentation that can justify those decisions in
co raisal serves a developmental purpose. The information gathered in the
appraisal can be used to identify and plan the additional training, learning, experience, or
another improvement that employees require. In addition, the manager’s feedback and
training based on the appraisal help employees improve their day-to-day performance and

can help prepare them for greater responsibilities in the future?%,
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Evaluation of job performance has increasingly become part of a more strategic approach
to integrating human resources activities and business policies which can be seen as a
generic term covering a variety of activities through which organizations seek to assess
employees and develop their competence, enhance performance and distribute rewards?*®.
Job performance is the behavior of employees that is relevant to the goals of the
organization. Understanding how to improve and promote job performanceé\major
concern of every organization and it’s very important for the realization I\g%uzatmnal
goals. Employees’ performance has become debatable so much that q{ganizations go to

great lengths to appraise and manage it. Performance reflects ﬁs\orgamzatlon s ability to

achieve its goals through positive contributions from or @gﬁlonal members?®’.

2.3.4 Employees’ Job Performance Q

Attributes possessed by each individu@j}l‘mine the job performance of employees.
Conversion of input to output is a ter for measuring workers' efficiency. It helps in
knowing how the degree oNﬁciency of employees. Also, when an employee can
transform something i %rgduct of higher value, the worker is said to be efficient®®8,
Workers' efﬁcien@ the total of physical and mental efforts used in the creation of
goods and @es while workforce job performance is the real economic output by a
Wor @ labor hour. An increment in workers' job performance can be measured by the
chang€ in economic output per labor hour over a specific period. It is also seen as the

amount of output that is obtained from each employee in a given period of time?°.

Job performance is also the ratio of the total output to the total input which shows how

the workers in an organization are working at a particular point in time. Therefore,
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workers’ job performance is the total quantity of goods and services that an employee
produces in a given amount of time?”°. The greater the level of workers’ job performance
in an organization, the greater the competitive edge it has over others. This is due to the
costs associated with the production of goods and services being lesser. Better job
performance ratios do not automatically mean that more output is manufactured. It could

L ]
also mean that fewer workers or less financial resources and time were é@md in
[ }

producing a similar output®”. E‘\QO

It was stated that job performance may be denoted in form of qul@ auantity, time, and
cost. Evaluating job performance deals with measuring @gth of time it takes an
average employee to produce a specified level of : was further clarified that job
performance deals with time and application @eneric system of calculation®’?. To
some scholars, the concept of job perfo@ﬁs‘}'d als with a relationship between outputs
from a given system over a giverk%@d, and inputs to that system during that same
period should be generic and@sal. Another scholar posited that job performance is
the relationship betwee Siproduced and sold or services provided the output and the

resources consurr@m g it. Economic growth in an economy or a sector can thus be

ascribed % ed or more effective work by those who are employed. Workers’ job
ceris

pe%l@

Many organizations have now discovered that they need to produce dynamic qualities to

thus a critical determinant of cost efficiency?”>.

their unique strength to achieve a competitive edge in the changing economic phase. The
collective nature of personnel’s responsibility directly or indirectly may impact the
success or failure of any project being handled by the organization due to the

organization’s performance. The term “performance” is derived from the word “job
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performance” or “actual performance” which is work or actual achievement acquired by
someone. It’s considered the quality or quantity of work done or achieved by an

employee in executing his function which is by the responsibilities assigned to him or

her274

Performance refers to the overall success of an individual in executing activitigshgver

some time, as measured against excellent potentials such as work stand_ar%é}%ectives,
r

N

defined as what employees can or cannot do. The whole effort\)(%sr'l\ed out to enhance

or established criteria that have been mutually agreed upon. Emplo ormance is

the performance of a firm or organization, including the p@@ance of each individual
and workgroup inside the enterprise, which is refe e“@éﬁs performance management®”>.
Employee performance refers to the actions t workers do in performing the
organization’s work. It must be note@%&h ividual talents, abilities, and qualities
influence performance in carrying(b'%:its responsibilities, which is always related to
employee work engagemeft, afd the degree of the reward granted. Employee
performance relates to @cﬁmpany employees act at work or how successfully they
carry out the task§ asstgned to them. To provide good value to consumers, cut waste, and

run effectiél@é firm often sets specific goals for specific workers and the company as

a wholeg2Z.

O

An employee’s performance is the degree to which he or she completes the task that
constitutes their work. In other words, it is the fulfillment of a particular work judged
against predetermined standards of quality, thoroughness, affordability, and pace.
Supervisors in the work environment should guarantee employees’ activities and the

outcome of these activities should contribute to the objectives of the company. This
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procedure calls for an understanding of what results as well as tasks are created,
observing whether they take place as well as giving responses to aid workers' spirits as

well as to satisfy assumption®”’.

However, employee performance is connected with productivity efficiency which

converts to amount the high quality of outcome, timeliness of result, existe or

A

the effectiveness of job finished?’8. It is typical to which somebody d%}mething such

presence on the work, morale at work, the performance of the job comple ell as
as a task or exam. If it is identified by managers or superiors w@@ company, then it
is typically awarded by monetary advantages and other w@eﬁt& All organizational

N

activities, policies, procedures, knowledge @ ent methods, and employee
vl

involvement have a significant impact on an in 1 or an organization’s performance.

These factors are critical in promoting h@jb)}él of employee performance®”.

Some researchers believe that ma@g performance is a structured process in which the

0\

important aspects are %ﬁ%}gnt’ measurement, support, feedback, and positive
fine performance expectations?®’. Employee performance is

reinforcement, all of
defined as a g{d the efficiency and effectiveness of the employee’s everyday

A0

responsi in meeting the stakeholders’ expectations®!. Similarly, employees
st lieve that incorporating the internet into their work helps them improve task

processes, knowledge acquisition, and communication quality, resulting in improved

individual and organizational performance?®2.

Some scholars emphasized that improvements in performance assessment systems and

performance management methods are highlighted as aspects in the workplace that boost
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employee engagement. In the very dynamic and unstable market climate of the twenty-
first century period, some scholars supported their thoughts by considering talent

management as a vital success component within firms, which has become the most core

283

managerial value=®’. Employee performance is the achievement of a given task as judged

against the currently recognized criteria of correctness, speed, cost, and competency.

However, when performance is an employee’s accomplishment of assign @Sﬁs. The
pre-determined standards are set against the actual performances ‘H%are measured.
Without any rule of measurement, it will be difficult to asm@sférmance. In other

words, before claims can be made about the performance @%ple, there must be some

Q

performance expectations. The objective of the %@c performance analysis exercise
t

is to review employee performance against s%\ ards and identify the strengths and

weaknesses of individuals both in term@

Thus, to undertake individual asse ts with a development plan to achieve higher

al characteristics and skills delivery?,

productivity and a results-yie‘%&éam. It is widely assumed that the improvement in the
skills and abilities of wc@ Fesults in improved employee performance. While there are
few careful studi@i ing the important connection between employee development

programs §(®i‘proved performance, a small group of studies does indicate that
deve

employ; lopment programs can have a positive effect on performance.

V

It was found that a particular employee development approach, given time and support
for full implementation, had a direct, dramatic effect on performance. Further studies of
this type are needed to support what is generally believed to be true. Employee
development can and does have an impact on staff performance. There is virtually no

question that effective development programs do change the performance of employees.
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Whether training programs, individual inquiry, or any other model outlined earlier,
employee development continues to be a critical element that contributes to worker

effectiveness and overall performance improvement?®>.

To handle an under-performing staff, organizations offer their employees’ quality
training that has little or no effect on the participants’ job performance. IneffectiV@@ of
training or training program or the trainer is always blamed on the wrong a to the

training effort. If training is not the answer, the trainer must identify t(r%'l\causes of the

problem and pass this information on to management?%, . @’3

It was also noted that performance is measuring the. am&esults of employees in the
organization against the organizational standat@‘&ntify the variations and take a
decision towards improving or sustainingy@forces that arise from the variations.
Despite the great relevance of indivi uz@ah the widespread use of job performance as
an outcome measure in empirif@search, relatively little effort has been spent on
clarifying the performance Mpt. Many scholars agreed that when conceptualizing
performance, one ha6‘®;rentiate between an action and an outcome aspect of
performance. I{ed avioral aspect refers to what an individual does in the work
situation: mpasses behaviors such as assembling parts of a car engine, selling
peomputers, teaching basic reading skills to elementary school children, or
performing heart surgery. Not every behavior is subsumed under the performance
concept, but only behaviors that are relevant to the organizational goals, it’s what the

organization hires one to do and do well?®’.
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It was noted that the success of any system is usually determined by the performance of
such system and likewise the failure of any system is determined by the performance of
such system?®. Therefore employee performance is normally looked at in terms of
outcomes. However, it can also be looked at in terms of behavior. It was stated that
employees’ performance is measured against performance standards set by the
organization?®®, Several measures can be taken into consideration when é@@iring
performance. For instance, productivity, efficiency, -effectivenes .'\g@ity, and
profitability measures will be explained one after the other. \‘%'\

Profitability is the ability to earn profits consistently over@'&@%‘[ime. It is expressed as

BN

the ratio of gross profit to sales or return on cap@pyed. Efficiency is the ability to

produce the desired outcomes by using minimal resedrces as possible, while effectiveness

is the ability of employees to meet th{:lj%é objectives or target*”. Productivity is

therefore expressed as a ratio of %@le to that of input. It is a measure of how the

individual organization andwl%y convert input resources into goods and services.

productivity is a measur 8w much output is produced per unit of resources employed.
gcs

Quality is the charac of products or services that bear an ability to satisfy the

stated or i @*‘ueeds”l. It is increasingly achieving better products and services at
progres@e more competitive price.

2.3.6 Training and Employees Job Performance

Training and manpower development are very important to personnel’s job productivity
since the formal education system does not adequately provide specified job skills for a

position in a particular organization. While few individuals may have the requisite skills,
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knowledge, abilities, and competencies needed to fit into a specific job function, some
others may require extensive training to acquire the necessary skills to be able to fit in a
specific function and also make a significant contribution to the organization’s

productivity?®2.

A scholar revealed that a significant relationship was found between the em es’
training and their resultant performance in accomplishing different tasks?*? & found
that employees who have taken training were more capable of perfor ifferent tasks
and vice versa. Training has a direct relationship with employe{i%@ performance and
productivity. Some scholars posited that while training is a@"@ in job performance, it is

the combination of factors such as workin@ent, employees’ skills and

knowledge, motivation and rewards, communi&ﬁ ow, and organizational culture that

significantly improve employees’ produgtwﬁ;}““

A scholar argued that employee t@!g equips employees with skills that enable them to
become more efficient and Mtive workers?®>. Furthermore, well-trained employees
often have higher mo@a?ld morale, because they feel that the company has invested
in their ability q{d elopment. This also results in lower turnover rates. It was founded

that trai@loyees often work better as teams because everyone is aware of the

e%ws and can achieve them together smoothly.

It was also revealed that four subscales have a significant contribution towards the
establishment of an effective training session, training content satisfaction, and transfer of
learning?®®. It was noted that the frequency of training received has an impact on job

performance as well as productivity. After analyzing data from employees of the judicial
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service of Ghana, He reported that many employees associated frequent-in-service

training with improved productivity. Similarly, another scholar found a significant

297

relationship between frequent on-the-job training and employees’ productivity=’. It was

stated that frequently training employees result in employees making fewer mistake,
getting more work done in a given period, and manager spending less time on the

° (b
supervision of employees. \
L&

It was argued that lack of frequent training is not necessarily‘%cause of the

underperformance of employees. Emphasis was laid on the need\ etermine whether a

S

problem can be solved by training. Whenever employees%'@ot performing their jobs

S

properly, it is often assumed that training willb@%&em up to standard. This is not

always the case. For instance, training is le§ tive for problems arising from an

employee’s lack of motivation or attee(%b

training is not a panacea; it cann@linate core problems like low capitalization or

he job. Similarly, it was posited that

product line that does not rr(&cgﬁomer’s needs??8. Despite the importance of training

and manpower develop@ﬁ\ employees’ productivity and organizational performance,

training programerQot

organizatj%@ﬁider the money they will spend on their training programs as waste
1

ra%@

2.3.7 Overview of Recruitment in Nigeria’s Private Sector

sufficiently supported by organizations in Nigeria®”®. These

estment.

Globalization and intensification of information technology have very much influenced
recruitment practices in the private sector with most recruitment exercises now taking
place online. This new trend which is common in sectors such as manufacturing,

telecommunications, and banking gives room for sanity by reducing the barriers posed by
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risks associated with road travel as well as transportation costs. It however also has its

drawbacks such as the pace of technological development in Nigeria®®

. Outsourcing is
another trend that globalization has necessitated in organizations. Outsourcing refers to
the practice of delegating hiring functions to specialist firms to allow organizations to

focus on their core areas of operations and more pressing issue®°!.

AL
:g\to fill

Most private organizations today rely on the expertise of recruitment.a @
vacant positions. Some uncertified recruitment agencies have howe@und to be
involved in the silly practice of extorting job applicants Suo&ﬁ’upt practices are
however not as rampant in the private sector especially @%\compared to the public
sector*®2, While politics and personal influence are s@he key challenges to effective
recruitment in the public sector, challenges of e &e recruitment in the private sector is

mostly attributed to the falling standar f\éiu tion in the country which is making it

increasingly difficult to absorb qual@ and highly competent graduates to satisfy the

country’s employment and in&itgﬁ base3®,

This is however a poi@tb\ the relevance the private sector places on high entry
c

requirements in tﬁs)g

and sex 0@ es a challenge in private sector recruitment. A lot of Nigerian

didate competency. Discrimination, particularly based on age

organiz@on are guilty of gender discrimination with male employees mostly occupying
managerial positions, even in cases where it is obvious some women possess the

necessary quality and qualifications®*.

Some other distinguishing features of private sector recruitments are; placement of
recruits in their areas of core competency, use of detailed job descriptions and job

specifications, recruitments are also only conducted on a need basis and when true
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vacancies exist. This is due to the constant workforce audit and workforce planning

activities which is characteristic of private organizations’®>.

2.4 Conceptual Framework

Job Satisfaction

&

@%

Organization . )\‘%W
Commitment QS" Job Performance

Job Involvement/Work
Experience . @

Source: Author, 2023 QBO‘

Figure 1: Explanation %of\gb performance, work experience and organization
'\

committment Q’Q
O

Work ei%l\ce significantly influences job performance. As employees gain practical
e and knowledge in their roles, their ability to perform tasks effectively and
efficiently improves. Experience equips individuals with the skills and insights needed to
navigate workplace challenges, make informed decisions, and adapt to changing job

requirements**®. Seasoned professionals often exhibit higher job performance levels due to
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their accumulated expertise. Employers also benefit from experienced staff, as they tend to

require less training and supervision, contributing to cost-efficiency.

From the diagram above, job satisfaction, organizational commitment, job involvement,
and work experience are interconnected factors that significantly influence job
performance in any organizational setting. Job satisfaction represents an ena‘@yees
contentment with their job, encompassing aspects such as work envi t tasks,
colleagues, and compensation. High job satisfaction often leads to %%motlvatlon
engagement, and overall job performance’’’. Satisfied employea@% fnore likely to put in

extra effort and remain committed to their roles. 6&%

Organizational performance on the other hz@ to an employee's loyalty and

attachment to the organization. When emplo§i el committed to their workplace, they

tend to stay with the organization lon@%b

dedication positively affects job p@ance and contributes to the organization's success.

greater effort, and perform better. Their

Job involvement signifies tl&ggnt to which an employee is mentally and emotionally
engaged in their tasks3? 2g’,her job involvement is linked to improved job performance
because engaged@g es are more likely to focus on their work, seek opportunities for
growth, a @‘ély contribute to achieving organizational goals.

Accu atéd work experience equips employees with the skills, knowledge, and expertise
ne to excel in their roles. Greater work experience is often positively correlated with
job performance, as it enhances an individual's ability to handle tasks effectively and adapt
to changing work environments*®. In conclusion, job satisfaction, organizational
commitment, job involvement, and work experience are essential facets of the work

environment that collectively impact job performance. Organizations that prioritize these
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factors tend to have a more motivated, committed, and proficient workforce, ultimately

leading to improved overall performance and competitiveness in the market.

Meanwhile, past research, historical data, books in the library, catalogues, databases,
Internet, were widely accessed to arrive at the gaps in literature. The intensive review of
literature reveals that, there is a paucity of research focused on the sub%&‘&work
experience and job performance in both public and private sectors in .&&?@o dearth of
researches focused on the subject of work experience and job p og%llance in the public
sector’!?, Though less in number but there are also studie’{é\t\ﬁe impact of leadership
style on employee motivation and employee loyalty @%ﬂ However, it is very rare to
come across studies which have been condue‘% the impact of leadership style on

commitment and job satisfaction in the edué@ sector.

S

Therefore, the intention of the res ge% is to find out how far the leadership styles
become parameters impacti er@%ee job satisfaction in selected sectors like these. The
results of the study WOM%]@p the organizational leadership to determine which styles to
adopt so that th %es are more committed and motivated and hence have a much
better engage@t and connect with the organization. Adoption of the appropriate style
will help induce trust and loyalty for the organization®!!.

2@‘raining and Development of Employee

Different scholars have defined training in different ways. Some defined it as a systematic
acquisition and development of the knowledge, skills, and attitudes required by employees
»148

to adequately perform a task or job or to improve performance in the job environment

Training generally refers to teaching employees how to execute his or her existing duties
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as well as assisting employees in acquiring the information and capabilities necessary to

be great performers?'2.

Other scholars view training as a planned process to modify attitude, knowledge, or skill
behavior through learning experience to achieve effective performance in any activity or
range of activities. Its goal is to help individuals improve their talents while a].so‘-%eeting
the organization’s current and prospective demands. The above deﬁnitio.ns %}&}mle out
the vibrant and also transforming nature of the setting in which@ ons run. It
likewise suggests that training immediately equate to organiza;&md'gfﬁciency. Abilities
required by staff members are continually transformirg\%\sides, the ever-changing
enhancement on details as well as modern technolog %ﬂkes expertise and also abilities
outdated in an instant>'>. This indicates that workers ought to align their demands to that
of the organizations needs as well as y \Ae own long-lasting development and the

Human Resources Department mus@nk about the future and also present requirements

of the organization when pra&ﬂ;@‘?o'r staff training.

Employee developme 'iraining are indispensable components of strategic human
resources manag@e%a well as a means of reducing uncertainty in the market place and
achieving rational goals. The main goal of employees’ development is to help the
organi@io achieve its mission and business goals®'*. To develop the desired knowledge,
s@abilities of the employees, and to perform well on the job, require effective training
programs that may also affect employees’ motivation and commitment'*®. Training is
therefore a necessity in the work place, without which employees would not have a firm

grasp on their responsibilities.
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Employee training refers to programs that provide workers with information, new skills or
professional development opportunities. Past researchers provide the evidence regarding
the positive effect of training programs on both employees and organizational
performance. On one hand, previous work in the field proved that effective training
programs lead to superior return on investment, while the other researches mentioned the
positive role of training in attaining the supreme levels o&')&ex(qbployee
retention’!>. Technological advancements have brought the need o.%ilities and
competencies required to perform particular tasks. Thus, to cop wi"%h challenges, more
improved and effective training programs are required blk@‘v\&ganizations and these
effective training programs help in constructing a mg\@ ducive learning environment
for the workforce and train them to cope with@y oming challenges’ more easily and
in time316, . @
O

Managers trying their best to develgp,the employees’ capabilities, and ultimately create
good working environmen%ﬁﬂ the organization®!’. Although researches have been
conducted in this area, Qaeqce has been paid mostly to the private sector. Despite their
differing perspe@@%l experts appear to agree on one thing: training strives to

organizatién%mductivity. Training and development has been a subject of many studies

over the years. A survey of 100 sample was conducted, the study observed that there is a
p@e relationship between training design and organizational performance. Similarly,
in some other studies carried out in Pakistan, it was observed that there is a positive
correlation between employees’ training and organizational competitive advantage. On the
other hand, another study pointed out that only off-the job (general) training improves

organizational performance, whereas on the job training does not3'®,
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Training and development have actually been recognized to be extremely crucial elements
of organizational performance. It is not an end objective, instead, training is qualified as a
way to an end, that is, the end being effective, reliable work organizations, occupied by
educated employees that see themselves as considerable stakeholders in their
organizations’ success’!®. However, less than 5% of all training programs are analyzed in
regards to their monetary advantages to the organization. Relevance of é@ﬁmg has
actually been recorded for variables besides organizational performan: ..%al of these

03

added end results are relevant to performance indirectly. Devel‘ﬁnen‘[ and training are
elt by the organization.

primarily routed at staff member, yet its supreme effect is @&f
When it combined with each other with the hum@%ﬁrce management techniques

training will certainly have the best influence>% Q

Several researches have actually ama .d®tance for the advantages of training for
organizations as a whole. These advahtages consist of improved organizational efficiency,
for example, efficiency, p 01‘1%)106, running income per staff member in addition to
various other end resultscthat\associate straight, for example, decreased prices, improved
high quality, as \@)&ount or indirectly, for example, worker turn over, organization’s
credibility s@bresources to efficiency*?.

It is worﬁing that information systems, staff development, and reward schemes all
re a substantial and substantial link to organizational success. This might be related
to the fact that employees in most developing nations are not compensated as well as
those in developed countries, therefore workers are more concerned with human resource
procedures that could help them earn more money. Several interventions are effective at

increasing the benefits of training to the organisation’?,
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First, organizations should conduct a needs assessment using experienced subject matter
experts to make sure trainees are ready and motivated for training. Second, in terms of
design, organizations should apply theory-based learning principles such as encouraging
trainees to organize the training content, making sure trainees expend effort in the
acquisition of new skills, and providing trainees with an opportunity to make errors
together with explicit instructions to encourage them to learn from these erro@\ances

the benefits of training®?. QO

Third, in terms of training delivery, the benefits of using techno 0@%‘@ training delivery
can be enhanced by providing trainees with adaptive guida{%f\l'he model of gauging
training efficiency established in the late 1950s can ‘u@)ve the viewed advantages of
training from the point of view of different stak&holders at the same time, consisting of
those that take part in training, as well W@’hat fund it, which is the organizations.
Numerous studies pinpoint the ecolo%} variables such as managerial assistance as well
as chance to perform as m iat%%f the relationship in between training as well as

t324

transfer of training back tg%e,iob environmen

There are two m@gretical approaches towards employee training and development,
they are, t @l‘an capital approach and the technology-based approach. The human
capital @pr ach regards training as investment in human capital. Thus, training is
provideéd only when the benefit from productivity gains is greater than the cost of

325 Also, the world economic forum focused on prioritizing training and

training
mentoring. More than half of high-performing companies say they offer supplemental

training programs as an employee benefit. In fact, high- performing companies were
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nearly ten (10) percent more likely to have a mentoring program as compared to

underperformers.

Additionally, high-growth companies are sixteen (16) percent more likely to have a
formal mentoring program than underperforming companies. Training programs are
important because the new generation of workers expects these initiatives to be 1\ ace
in order for them to grow and succeed. The survey found that Mil '%s rated
development as a bigger priority than compensation in the United 4%\' 1s is a big

factor in attracting the next generation of talent. Plus, as baby bo “exit the workforce,

there will be a strong need for new leaders to replace thf%@ganizations should start

developing leaders through training programs %@& opmental job assignments in

order to be ready for the future?°.

On the other side, the technology—b@e-d)\strategy view training as an ability for
development procedure. For this a}t%m, the increased training in the modern period is
driven by the swiftly transfomming modern technologies and also job reorganization.
Therefore, training is '%dﬂue to the fact that it pleases the useful demands of an
organization and @951m11arly adds to human resources build-up or skill development.
These techii nevertheless, overlooked the content of worker training, which might

ea nt impact of training layout as well as training distribution design’*’.
b t impact of t g layout 1l ast g distribution design®?’

It is believed that the complication regarding staff training can be found in the following
four way. For starters, it has nothing to do with the technical components of certain work
responsibilities. Moreover, given the fact that many instruction manuals recommend it,
previous need evaluation for these training is rarely done. Third, organizations and

instructors seldom evaluate the behavior or result improvements that arise as a result of

112



such training. Whenever there is an evaluation, it is frequently about whether one feels
about the training or how one has learnt. The assessment form is known as a “smile
sheet” since trainees frequently answer positively to the questions. However, the
training's impact is unknown?®. Fourth, despite the lack of empirical proof of a

relationship between personal training courses and improved corporate bottom lines,

personal development training has grown rapidly. Q’}\
Training presents a prime opportunity to expand the knowledge bas%}?gnployees,
but many employers in the current climate find development rtunities expensive.

Employees attending training sessions also miss out on w&&%}e which may delay the
completion of projects. However, despite these @ial drawbacks, training and
development provides both the individual and organizations as a whole with benefits that
make the cost and time a worthwhile in .ta@The return on investment from training
and development of employees is rea%g no brainer. Human Resource professionals also
believe that an organization@ as good as its employees, and this understanding

suggests that training shg%dp\be more specifically responsive to employees training

needs®?°. Q)QQ

Effective y leaders acknowledge that their one-upmanship in today’s market
plac i:@e people. They additionally recognize that couple of organizations understand
ex& how to handle personnel efficiently, mainly due to the fact that standard
monitoring designs are unacceptable in today’s vibrant workplace®*’. To handle an
organization, both little as well as huge calls for staffing them with qualified workers.
The education system in Nigeria does not effectively teach work abilities for a placement

in a specific organization as well as couple of workers have the requisite understanding,
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proficiencies, abilities, and also capabilities required to function. Consequently, several
staff members call for comprehensive training on duty to get the needed expertise,
abilities, capacities, and also proficiencies required to make substantive payment in the

direction of the organization’s development?3!.

The performance and also success of an organization rests on individuals that fqﬁtion
and also work within the organization. It adheres to for the reason tl.lat %}k staff
members in an organization to be able to execute their obligatia%p?\l so make
significant payments to the success of the organizational object‘iv@ey require to obtain
the pertinent abilities as well as knowledge*?. In the a%%.ﬁxon of this reality, it is
essential for organizations to determine the training :&@so development requirements
of its workers, with its training requirement &yaluation as well as straighten such
requirements to the organizational requ'csljéﬁand also purposes in order to actualize

the organizational vision and missionh

Hence training encourages@yee as well as make them extra efficient and

innovative®3. %0\

Training and devglopment help to ensure that organizational members possess the
knowledge @ skills they need to perform their job effectively, take on new
res @itles and adapt to changing conditions®. It is further argued that training helps
imﬁ product / service quality customer satisfaction, productivity, morale, business
development and profitability. Well-trained workers are more capable and eager to
exercise greater authority over their employment; they require less oversight, allowing
organizations to focus on some other activities; because staff are better qualified to

answer client queries, rising consumer loyalty. Staff understand their jobs are also less
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quick to argue, are far happier, and driven, which improves managerial interactions.
Among the most essential components in employees’ motivation is the ability to continue

to develop via training and development®*.

Emphasis placed by any organization on training and development of its employees
determines the productivity of the organization'’!. Technological innovatien cglich

N

occurs everyday, renders today's skills and method ineffective for tomorro @ivities.
Thus, one crucial function of management is to ensure that employe Xu necessary
skills are helped to acquire them, while those who do are i{%ﬁd\ to update them.
Furthermore to emphasize the importance of capacityé&&lg in employees, the
International Labour Office also affirmed that deve@nt and training improve their
trainees “prospects of finding and retaining jo% le also improving their productivity

°
at work, their income earning capacitc)éa

effectively widens their career choice§ and opportunities3*°.

a result their living standard. It also

Another scholar also concep&&zed performance as a manageable human resource
phenomenon to achiev %gr'?bed outcomes, using insights from open systems thinking
in cyberneticsm.@ee main elements are placed in a linear arrangement: inputs,
throughputs; @ outputs, and understood in terms such as the application of knowledge
an%@t transform the input factors into tangible outcomes managerially desired
behaviiors and goal attainment. Locating the definition organizationally, a scholar
explained that each of the systemic factors that may be subject to performance
management interventions may be extended to include collective and, in turn,

organization-wide dimensions, where managers take active steps to align people with
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processes and forming a technical system from which to deliver, desired levels of service

delivery in cost effective ways*3®.

In view of the dynamics in the modern day business environment, capacity building and
manpower development is one of the key activities that any organization must engage in
if it hopes to survive. A capacity building and manpower development unit (trgine'nbg‘) is
created in any organization to coordinate all training activities of the organiz@;\[t has
the responsibility of determining training and development need by i hen and
what kind of training, for whom, where, under what conditio@'what cost and by
whom the training will be implemented. All these activities@ﬁecessary to enable the
organization derive the utmost benefits from its capacft@l%ing activities®’.
2.5 Summary of Gaps in Literature Revieweﬂs
The literature review for the study on .]®rience and job performance in the private
sectors of southwest Nigeria reveale%eiveral notable gaps that underscore the significance
of this research endeavor. F'r&st%:g'hile there is extensive literature on the relationship
between work experien a;gd job performance, the context of South West Nigeria's
private sector r@@%derwpresemed. Most existing studies focus on developed
economies, a ere is a paucity of research examining how work experience impacts job

performaree within the unique socio-economic and cultural landscape of this region.

Q
S@lly, limited attention has been given to the interplay between work experience, job
performance, and employee productivity specifically in the Nigerian context. Productivity
is a crucial factor in organizational success, and understanding how work experience
influences this productivity is essential for enhancing workforce performance.

Furthermore, the literature review revealed that there's room for exploring the role of job
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satisfaction, organizational commitment, and job involvement in mediating or moderating
the relationship between work experience and job performance. These psychological
factors play a pivotal role in shaping employee behavior and performance but require
further investigation in the Nigerian private sector.

In conclusion, this study addresses critical gaps in the existing literature by exaimining the
interconnections between work experience, job performance, and employee@@bctivity
within the private sector of South West Nigeria. By doing so, it ai t. e valuable
insights for organizations, policymakers, and scholars seelfin 0 .S)ptimize workforce

performance in this dynamic and evolving economic region@

o
S
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Chapter Three ‘ ‘\QO
Methodology ‘%

3.1 Research Design .%‘6‘%“

The research designs adopted for this study is descriptiuag&:arch design. The choice of

this design was hinged upon it ability to sola@ﬁbe the situation or case under

research study. It is a theory-based designw@sis created by gathering, analyzing, and

presenting collected data. This allo aQséarcher to provide insights into the why and

how of research. Descriptive desi%‘& others better understand the need for a research

"
or qualitative rese:rc ‘@ dologies, but instead it can utilize elements of both, often

within the sam,&

question,‘!%% and data analysis that will be applied to a given topic'.

3.@tion of the Study

The study population for this thesis were people who are gainfully employed in the

endeavor. Descriptive res@s not fit neatly into the definition of either quantitative
h

y. The term descriptive research refers to the type of research

private sector especially in Lagos and Ibadan who are currently engaged in formal or
informal job descriptions within such organizations. The respondents will range from
Interns to Contract/Casual Staff, Volunteers and full staff members. This people will be

able to provide useful information to the research questions and assist in achieving the
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objectives of the research process. The Human Resource Departments of several of this
organizations will also be approached to gain data on the work opportunities and
conditions from the management side of the study.

Two study areas were selected for this research. Ibadan and Lagos, both representing the
south west of Nigeria were selected in terms of the socio political features and economic

dynamics in those places. They have relatively peaceful societies and also er%bormal

'Q@ntures in

Lagos as well as Ibadan ought to have remarkable output and pro cti'\/i y. This research

economies based on Nigerian standards. Companies and other econ

work aims to understand the business environment and the c&@ﬁon of working in those
places in order to understand the level of work experie@gﬁongst their workers and the
implications these have on the overall performavﬁ%‘%e work force.

3.3 Sample and Sampling Technique  ° @
In the conduct of this research, purp '\ggmpling of relevant research report identified
earlier will be the major res arc@lmmen‘t. The researcher also made use of content
analysis in the interpretati r;.?»data collected. The researcher selected 30 contrasting

=

businesses in and Qg@
a

the private sec

an and Lagos, whose residents seem to be well employed in
have different combinations of economic and/or cultural capital.
The studgl%berately does not seek to examine those in the poor or rural areas because
d%red from them might be inconclusive on employment and productivity unless
they are hosting relevant investors in the private sector such as mechanized farms,
factories and manufacturing plants.

Using the population census data from 2006 as a sampling frame, 4 people will be

selected in each of the 15 organizations to be visited in Ibadan and the other 15 to be

148



visited in Lagos and then the interviews will be arranged according to the spatial
distribution of the companies or businesses. It is hoped that this study will be able to
sample about 4 contacts in 15 companies in Lagos which will come to 60 and another 4
contacts in 15 companies in Ibadan making another 60. 60 respondents to represent the
Ibadan side of the study and another 60 to represent Lagos will add up to about 120
respondents. This sampling strategy will allow the study to examine simi%zlbs and
differences among interviewees within each area and between areas. @QO

3.4 Instrument of Data Collection ) N

The primary instrument for data collection in the study oké}‘ixperience and Job
Performance in the Private Sectors of South West 7@% was a questionnaire. This
structured survey instrument allowed research@%stematically gather data from a
diverse sample of participants in vari u@ stries within the private sector. The
questionnaire likely included a mik&i‘)osed-ended questions, offering respondents
predetermined response opti ns,@(b'possibly open-ended questions for more in-depth
insights. Using questionnaiﬁekzided a standardized approach to collect data efficiently,

enabling researchi)g%a titatively analyze work experience, job performance, and

related factorsw ¢ ensuring consistency in responses across participants, thus

facilitatiﬁ%gorous and comprehensive study.

3.ty of Research Instrument

The validity of the research instrument, in this case, the questionnaire, is crucial for
ensuring the accuracy and reliability of the study's findings. In terms of content validity,
the researcher will likely conduct a thorough review of the questionnaire's content to

ensure that it adequately covered all relevant aspects of work experience and job
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performance. This process involved input from subject matter experts to confirm that the
questions were comprehensive and aligned with the research objectives. The
questionnaire's design likely incorporated established constructs and theories related to
work experience and job performance. This ensures that the questions accurately measure
the intended concepts and relationships being investigated.

3.5 Reliability of the Research Instrument Q’}{b
The reliability of the research instrument, the questionnaire, in thé . ?Oon Work
Experience and Job Performance in the Private Sectors of Smith esg igeria is critical
for ensuring that the data collected is consistent and {%%a le. The reliability
coefficients was calculated using the Crombach Alpha @%a to be 0.84.

3.7 Administration of Instrument and Method{}B a Collection

In the study on Work Experience and Jo ormance in the South West region of
Nigeria's private sectors, a compreh igproach was employed for the administration

of instruments and data collectim@'ﬁary data was collected through structured surveys

and interviews conductedﬂv&ith employees across various organizations in the private

sector. These insi;@

experience, job%)

gathered‘%existing sources, such as industry reports, company records, and academic

ere carefully designed to extract information on work

, and performance indicators. Additionally, secondary data was

stg provide a broader context. This mixed-method approach allowed for a robust
analysis, offering a holistic understanding of the relationship between work experience
and job performance in the region.

3.8 Method of Data Collection

150



Surveys can be divided into two broad categories: the questionnaire and the interview.
Questionnaires are usually paper-and-pencil instruments that the respondent completes.
Interviews are completed by the interviewer based on the respondent says. Sometimes,
it’s hard to tell the difference between a questionnaire and an interview. For instance,
some people think that questionnaires always ask short closed-ended questions while
interviews always ask broad open-ended ones. Interviews are a far more perso@%rm of
research than questionnaires. In the personal interview, the interview .'\s@ directly
with the respondent. Unlike with mail surveys, the interviewer has the opportunity to
. !
probe or ask follow-up questions. And, interviews are generel&\zmer for the respondent,

especially if what is sought is opinions or impressign\&%‘fterviews can be very time

consuming and they are resource intensive. Th@ tewer is considered a part of the

measurement instrument and interviewerf l@&o be well trained in how to respond to
any contingency. E

Key Informant Interview: Key i@h’ian‘[ interviews are qualitative in-depth interviews
with people who know wh té&ng on in the community. The purpose of key informant

'\
interviews is to ll@f rmation from a wide range of people such as workers,
u;;ﬁ%

entrepreneur, resource workers, unemployed people and government
represenﬂ% IIs can be conducted either through the telephone or face to face. Face-
togterviews are the most frequently used format. It is more resource intensive
because it requires additional scheduling and logistical planning. The advantages to this

technique are that it provides a free-exchange of ideas, and lends itself to asking more

complex questions and getting more detailed responses.
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Key Informant Interviews involve interviewing people who have informed perspectives
on an aspect of the program being evaluated. Key informant interviews are qualitative,
in-depth interviews of people selected for their first-hand knowledge about a topic of
interest. The interviews are loosely structured, relying on a list of issues to be discussed.
KlIs are similar to conversation among acquaintances which allows free and easy ﬂow of
information. Although key informant interviews are widely conducted in d@ment
settings, the quality and nature of the information they generate debaté fb?‘@varlety of
reasons. Key informants may not be carefully selected or interyiew guides may be
: %w

inappropriately designed or not prepared in advance. When XOHS are inaptly worded
and clumsily asked or the responses are not prop@g@corded and systematically
analyzed it would be hard to verify the findings &%‘%ﬂducted study.

Key informant interviews involve inte ng\a select group of individuals who are
likely to provide needed 1nformat10 iﬁ and insights on a particular subject. Two
characteristics of key informant u@'ews need special mention;

I. Only a small nu f informants are contacted and interviewed. Those
respondents r %d because they possess information or ideas that can be
solicited ifg researcher. Depending on the nature and scope of an inquiry, the
re%@r identifies appropriate groups from which the key informants are drawn

Q@ then selects a few individuals from each group. The number of key informants
usually range from 15 to 35 people.

2. Key informant interviews are essentially qualitative interviews. They are

conducted using interview guides that list the topics and issues to be covered

during a session. The interviewer frames the actual questions in the course of
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interviews. The atmosphere in these interviews is informal, resembling a
conversation among acquaintances. The interviewer subtly probes informants to
elicit more information and takes elaborate notes, which are developed later. If all
the relevant items are not covered in a session, the interviewer goes back to the key
informant.

These are taken to equate here to in-depth, individual interviews whichég\either

unstructured (completely free), structured (strict adherence to a set of ) or more

commonly semi-structured (set questions with scope for follow-ug%n'%i tree discussion).
Key informant interviews involve a set of (prepared but notkigidly applied) open and
closed questions. They are very useful when captu@%&fter data and during fact-
checking claims or assumptions about a projec%@‘%mme. These interviews can offer
rich data and tend to last between half a *%%yd an hour. A researcher using KII will
have to work out who the key peopléarewrthe interview as well as when they should be
approached and why they are key@%e study being conducted. Key informant interviews
cannot include everyone. deﬂ}%ying the key beneficiaries, stakeholders, participants
3

from the organizat;:@

imes researchers may just have to go with whoever is available but

be an objective of this research in line with this method of
data collection.)So
if one plﬁ%@q enough in advance, chances of getting better quality data are increased.
K@mant interviews are most often semi-structured and are conducted with
individuals who are well placed to provide first-hand insights into your subject matter.

KII is a very good instrument because information comes directly from knowledgeable
people, key informant interviews often provide data and insight that cannot be obtained

with other methods. Key informants may provide confidential information that would not
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be revealed in other settings. Key informant interviews provide flexibility to explore new

ideas and issues that had not been anticipated in planning the study but that are relevant

to its purpose. The investigator can pursue this issue with other key informants, even

though it was not included in the original interview guide. Such a change is not possible

in sample surveys and censuses.

The Key Informants in this study will be interviewed through one of the follov%éhedia:

1.

Face-to-Face Interviews: An interviewer can prepare a list of im %ﬁnterview
questions in addition to the already asked survey questions. hi% way respondents
provide exhaustive details about the topic under disc %ﬂ n interviewer can

manage to bond with the interviewee on a personq\l«&% which will help him/her to

collect more details about the topic due@‘%'ch the responses also improve.

Interviewers can also ask for an e&lj@é}n from the interviewees about unclear

answers. t

Telephone Interview: Irres@e of the distance between the interviewer and the

interviewee and theirﬁ%gonding time zones, communication becomes one-click
"

away with onc;ﬁ%f
a

a phone cak y. Telephone interviews enable a researcher to gather information

ws. In case of telephone interviews, the interview is merely

rapiﬁ%mst of the major public opinion polls that are reported were based on

one interviews. Like personal interviews, they allow for some personal contact

between the interviewer and the respondent. And, they allow the interviewer to ask

follow-up questions.

3.7. Method of Data Analysis
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Analyzing work experience and job performance in the private sector in Nigeria's South
West region requires a multifaceted approach. First, conducting surveys and interviews
with employees can provide valuable insights into their work history, responsibilities, and
perceived job performance. Secondly, performance metrics, such as sales figures, project
completion rates, and customer feedback, should be systematically gathered and analyzed.
Additionally, comparing the qualifications and experience of successful @\@byees
against underperformers can identify patterns and areas for improvem .f&@hermore,
examining industry-specific benchmarks and regional econom.ic tgig\can contextualize
job performance data. A comprehensive analysis of work ex;@&e and job performance
in Nigeria's South West private sector should employ b&@quantitative and qualitative
methods to yield actionable insights for organiza®1 this dynamic region.

1. M. P. Juanpera, Blechingez@i&’eﬂer-Maﬁi, M. M. Hoffmann, & R. Pastor,

Multicriteria-based method 'for the design of rural electrification systems. A
case study in Nigeria, Re@s able and Sustainable Energy Reviews 133, 2020,

Pg 110243. \)
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C@our
Results :p&biscussion of Findings

In the conduct of this researwrposive sampling of relevant research report identified
earlier will be the majo %)a)llection method. The researcher also made use of content
analysis in the ir@pjetation of data collected. The researcher selected 30 contrasting
businesses 1 % around Ibadan and Lagos, whose residents seem to be well employed in
the ‘@ sector. The study deliberately does not seek to examine those in the poor or
mﬁeas because data gathered from them might be inconclusive on employment and
productivity unless they are hosting relevant investors in the private sector such as
mechanized farms, factories and manufacturing plants.

4.1 Presentation of the Socio-Demographics of Respondents
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Gender Frequency Percent IL)‘umul?tlve
ercen

Male 209 62.8 62.8
Female 124 37.2 100.0
Total 333 100.0
Age
Below 20 27 8.1 8.1
21-30 113 33.9 42
31-40 87 26.1 68.1 ° (b.
41-50 46 13.8 81.%’}\
51 and above 60 18.1 _° 100.0
Total 333 100.0 ~AY
Marital Status Y
Single 97 29.1 . ‘\\ 9291
Married 193 58 6% 87.1
Widow 43 129 ° é 100.0
Total 333 Qﬁ@

)
Religion \%
Christianity 193 < \) 57.9 57.9
Islam 140 ?\, 42.1 100.0
Total 333 0N 100.0
Years in \})
politics/service/voting
Below 5 N 21.9 21.9
6-15 Q 3 41.1 63
16-25 C) 100 30 93
2635 . N, 23 7 100.0
Total 333 100.0
Educati y
Ba«&d
OND/PIP 57 17.1 17.1
B.Sc./HND 186 55.9 73
MPA/MBA/M. 40 12 85
A/M.Sc.
Ph.D. 33 9.9 94.9
Others 17 5.1 100.0
Total 333 100.0

Source: Field Report, 2023
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Table 4.2 above showed that 209(62.8%) of the respondents are male, while 124(37.2%)
of the respondents are female. This gender disparity however has no implication for the
data collected since the information needed for the study are not gender-based. The socio-
demographic features of the respondents showed the age distribution of the respondents
27(8.1%) of the respondents are below 20 years. Also, 113(33.9%) of the respondents are
between 21-30 years, 87(26.1%) of the respondents fell within the age ranﬁ}%l-m
years, 46(13.8%) of the respondents are between 41-50 years and 6 .@@6) of the

N

respondents fell in the age bracket of 51 years and above. This f§t %f the respondents
engendered matured and reliable responses for this study. @

About the marital status of the respondents 97(29.1%@(%6 respondents were single,
193(58%) of the respondents were married a’@ 2.9%) of the respondents were
widows. The respondents are religious t éyx\@yg to both Christianity 193(57.9%) and
Islam 140(42.1%). This also indicatm&i e respondents, on a religious basis, seem to

have provided true and sincere i@aﬁon on the subject matter. In respect to years in
pY

politics/service/voting 73%.;% of the respondents fell below 5 years, 137(41.1%) of
1

the respondents b@@’%

and 23(7%) of“{? respondents within 26-35 years. This revealed that the respondents

years, 100(30%) of the respondents between 16-25 years

have expe in the subject matter. It was also noted in Table 4.1 that 57(17.1%) of the
re@%ts had OND/DIP Certificates, 186(55.9%) of the respondents had B.Sc./HND
Certificate, 40(12%) of the respondents had MPA/MBA/M. A/M.Sc. Certificate, 33(9.9%)
of the respondents had PhD Degree while 17(5.1%) of the respondents had other
Certificates.

4.2 Presentation of Research Questions
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4.2.1 Research Question One: What is the Nature of Private Sector Operations in
Nigeria?

Private sector operation in Nigeria is now a fundamental element of discourse around
state modernization especially in the face of fiscal crisis in and acute unemployment state
economies. Unemployment rate in Nigeria rose from 27.1 percent to 33.3 percent from
December 2020 to March 2021, according to the National Bureau of Statistics. :Qg BS
explained that the number of unemployed Nigerians rose to 23.19 r%&@e fourth

quarter (Q4) of 2020 on the back of job losses occasioned by the outbreak of COVID-19

. "
pandemic and its stifling impact on businesses during the peric%\\i

The Q4 unemployment rate report revealed that ﬂ‘)éu%mber is 6.5 percent higher
compared to 21.77 million. Ever since the repo@‘%eased, there have been arguments
back and forth on the true unemploy '@Qa? in the country. The increase in the
unemployment rate of labor to 33 percenit in Nigeria is not surprising. The prevalent
socio-economic conditions ingthe Q&‘try are precursors to this parlous situation. If things
continue the way they arg%h@)situation can get worse. This study provides an overview
of the results of t @%Nestem region enterprise development survey to examine the

nature of grlgé sector operations and its contribution to economic growth and

development of Nigeria. The private firms interviewed in Ibadan and Lagos state are
spcross six classes to cover the sampled research participants as stated in the
methodology: Chemicals/Paints, Food/Beverage, Textile, Paper-Printing-Publishing,

Pharmaceuticals, Plastic, Wood, Metal, non-Metal.

Table 4.2.1: Distribution of Sampled Private Firms in Ibadan and Lagos, Nigeria.

Nature/Category of Firms Ibadan  No. of employee Lagos No. of employee
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contacted contacted

Food/Beverage 2 4 3 6
Chemical/Plant 4 8 3 6
Metal 2 4 2 4
Non-Metal N/A 0 1 2
Paper/Printing/Publishing 1 2 2 4
Pharmaceuticals 1 2 2 4
Plastics 3 6 1 2
Textile N/A 0 1 2
Wood 2 4 NA 0 Ay
Total No. of Firms Surveyed 15 30 15 30,-,’&\
Source: Field Report, 2023 . \ \O X
4.2.1.1 Interpretation of Result o
Using a purposive sampling technique, 2 employees were s ‘ﬁ each categories of

firms surveyed in this study. For instance, in each of-d@%t private firms surveyed in
Lagos and Ibadan, the researcher intimated the i@% in research question one on the
nature of firm operations in Nigeria’s priv?@sctor especially in the researchers study
area. Different responses were gleane& the 30 respondents from the 15 private firms

contacted. Q:b‘

N

In this study, although d%e\ sector remains a major employer of labour. In 2015, the
report of Nationa@@u f Statistics found that the creation of just 4,818 jobs in the
public sector é\wf the total 475,480 new jobs created in the third quarter of the year
2015 implies-that almost 99 percent new jobs in Nigeria were created in the private sector
wl@nclude both formal and informal jobs. Despite its contribution to employment
generation, preference for job positions in public sector is still significantly high. In
another view, In addition, findings of some scholars revealed that preference for stable

and well-paid public sector careers ‘give rise to job queues and wait unemployment’ and
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it’s preferred over private sector work. The time spent in seeking a career in the public

service only comes with social opportunity cost.

As a consequence, this had prevalently caused low labor productivity, killing initiatives,
increasing number of job seekers, sustaining corruption, and sabotaging government
efforts towards unemployment alleviation, among other negative consequ-en(:@ of
increasing unemployment rate. According to a study, public sector no lon.ge%%ntees a
‘job for life’ or a cushy career. Between 2009 and 2015, the public s@or force fell
by 969,000. Instead of expecting hardly working public sector.vw&sﬂwhile 75 per cent

of them had increased in the past year, and 46 per cent said@@ad too much work to do.

While testing the below variables from responde%@ employees prefer working in

=
O

the public instead of private sector.
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4.2.2 Research Question Two: What Are The Factors That Influence The Career
Choice Of Workers In The Private Sector?
Table 4.2.2: Distribution of Respondents based on Factors Influencing Career

Choice in Nigeria’s Private Sector

Sectoral Work Preference Variable % (Lagos) Rating % (Ibadan) Ratiﬁ

Job Security 24% 1 28% K\
Nature of Public Service 14.2% 4 16%
Economic Benefit 16.8% 2 15% < A\QQ
Negative Perception of the Current 17% 3 6% ‘%
Working Condition
Societal Value attached to Public 3.3% 9 . " 9
service
Personal Reasons 7.7 5 &%\% 5
Prospect for Career Development 5% 7. Q@ 11% 4
Altruistic Service Motives 4% 8 \ 1% 10
Challenging Works environment 2.3% \«2@ 7% 7
Enhancement of Collectivity 5.7% 5% 8
Total 100% \'Q 100%

Source: Field Report, 2023 C-)\ )

4.2.2.2 Interpretation of Result Cb§'

Table 2 presents the distribution,of respondents based on parameter indicated for career
preference in either pQQ .;tead of private sector in Nigeria. In Lagos and Ibadan
different reasogs\dQ;é given for different preferences. For instance, while in Ibadan is
social se 8%), Personal reasons (8%), and social values attached to public sector
w were the most similar influencing factor for choosing public sector work over
and above others. This is almost being replicated by respondents in Lagos. For instance,
Social security (24%), Personal reasons (7.7%), and social values attached (3.3%).
Respondents reacted differently to other variables like economic benefit, nature of current
working conditions, nature of service, enhancement collectivity, altruistic motive and
challenging working environment in the two cities.
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4.2.3 Research Question Three: How Does the Effect of Employee Work Experience

in Nigeria’s Private Sectors Affect Job Performance?

Table 4.2.3 Effect of Employee Work Experience In Nigeria’s Private Sectors And

Job Performance Level

No Class Interval Frequency Rel. Freqlfg\‘bbﬂ
1 8791 4 3,77 Y
2 92— 96 12 11/ QO
3 97-101 25 z%\
4 102 — 106 18 16,
5 107-111 21 0 )81
6 112116 16 c_:)\ 5,00
7 117-121 9 7 849
8 122 -126 1 . ,\\QJ 0,94
Total 106 . AN\ 100,00
Source: Field Report, 2023 Q\y

4.1.2 Interpretation of Result C‘@

From the frequency distribution table%,an be seen that the highest score is 97 - 101
(23,58%), then the value gromﬁ\wg) 111 (19,81%), score group 102 - 106 (16,98%),
score group 112 - 116 (15409%), the score group 92 - 96 (11.32%), the score group 117 -

121 (8.49%), the ‘cor@oi(p 87 - 91 (3.77%), and the lowest scores in the score group

122 - 126 (§.9®-) The average score is in grades 102 - 106, about 38.68% of

respondentsyanswers are below average and 61.32% of respondents' answers are on

av@ and above average.
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4.2.4 Research Question Four: What is the Relationship between Work Experience

and Employee Job Satisfaction in Nigeria’s Private Sector?

Table 4.2.4: Worker’s experience and employee job satisfaction level

S/N  Statement Mean SD

1 Capable of Interpreting and executing organizational 3.75 0.81
goals @

2 Believed that work experience and work place 3.93 &
expectation differ hugely @

3 Believed that private organization has a position for them 3.33 % 0.70

4 Believed in teamwork 4 32 0.66

5 Analyzed information before making decision 0.68

6 Job security is not assured 0.71

7 Nature of Service in Private Sector is preferable than in &% 0.68
the public sector

8 Believed that Economic Benefits of working in the .04 0.89
private sector than in public sector

9 Believed that there is huge societal value attached/to 2.86 1.16
working in public service than private s

10 Believed that there are negative percepti fithe current  3.33 0.91
working condition since it’s not p, ns@g e but there are

gratuity allowances
11 Believed that there is prospect eer development in ~ 3.91 0.76
the public sector than private or

Source: Field Report, 2023 N/
.\

4.2.4.1 Interprettﬁ@ult

Based on prev@ survey in Table 3, eight (8) items were reported to have high scores of
more than 3.5 which are related to Job security is not assured, career prospect, economic
be@, fast decision making, team work etcetera. Items not shown in this category
include; non assurance of gratuity and pension allowances, low societal value attached to
working in the private sector, nature and condition of services are better in the public

sector than in the private sector.
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4.2 Discussion of Findings

As shown in the sampled employees in most private firms in Ibadan and Lagos, work
experience positively affects employee’s job performance. Experience is a factor to
assess how long a person knows or exchanges knowledge with others to be able to carry
out their work effectively!. Employees work experience is one element of mat}lrit , 1t’s
concerned with the knowledge and skills that can be gained through educati@t}ﬂining
and experience. It’s acquired or enhanced through education. While g ired and
improved through practice and work experience. Experiencie i;%j%qajor factor in a

person’s development, whereas experience is only possi@m their environmental

relationships?. . QQ
N

From the various theories and explanation Q?can be synthesized that work
experience is the level of mastery of k@éﬁ and skills of a person in his work that
can be measured from the period @ork and from the level of knowledge and skills
possessed. The indicator is&% length of time or period of work, 2) the level of
knowledge and skills p s€d, 3) Mastery of work and equipment. In this study, for
instance, based o@ra eter indicated for career preference in either public instead of
private sector igeria presented in table 2. In Lagos and Ibadan different reasons were

given f@i erent preferences.

While in Ibadan, Job security, Personal reasons, and social values attached to public
sector work were the most similar influencing factor for choosing public sector work over
and above others. This is almost being replicated by respondents in Lagos. For instance,
Job security, Personal reasons, and social values attached. Respondents reacted
differently to other variables like economic benefit, nature of current working conditions,
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nature of service, enhancement collectivity, altruistic motive and challenging working
environment in the two cities. Based on the findings in table 3, eight (8) items were
reported to have high impact on work preference in public sector as against private sector.
This include; job security is not assured, career prospect, economic benefits, fast decision
making, team work etcetera. Items not shown in this category include; non assurance of

gratuity and pension allowances, low societal value attached to working in @nvate

sector, nature and condition of services are better in the public sector f&g@e private

sector. \% N

Sufficient work experience for an employee will have go@ k skills. Employee who
have high skills in their fields have knowledge, intelli e and experience in doing tasks
are not easily affected by others. Thus, it is cle at experience is a lesson that will
result in a change toward the maturit)Cc;fj%h ior, an increase in understanding and
enrichment of information. From thi dy found the result that work experience has a
direct positive effect on the &Kp%ee job performance. The implication is that if work
experience is improved,4it\will lead to an increase in the employee work skills. In

addition, work xpegtnge also has a direct positive effect on employees work

commitment. 6\»

The=amplication is that if work experience is improved, it will result in increased
commitment and job performance of employees work. Improving work experience can be
done through several things, such as: A) The ability of the employee to accomplish
difficult work must be improved. B) The employee skills should be improved. C)
Improving the quality and quantity of training for employees. From the above

explanation proves the results of this study in accordance with previous findings about
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the direct influence of work experience on employees’ job performance. This is also in
line with the fundamental assumptions of human capital theory which provides evidence
that indicates that education raises the productivity of workers by imparting useful
knowledge and skills, hence raising workers’ future income by increasing their life time
earnings. In particular, this theory draws a crucial distinction between general education
and firm specific training and recognized training and human development as %@c skill

provided for higher productivity of a worker either in public or private &SO
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Chapter Five
Conclusion
5.1. Summary of Findings
Every undertaken scientific study or research is conventionally presented in c}@' for

quick perusal and the digestion of the ideas therein. Therefore, thi; 'SK%%?S not an

exemption. Chapter one begins with the background overview and arra

[ ) “
to carry out the study which include the statement of the probl%@arch questions and

f steps to taken
objectives, methodology of the research and the sigqif&%g of the study. Chapter two
featured a review of related literatures and a Q}oinder of the existing body of
scholarship on human capital, work expgr'@\‘ , job performance, and job satisfaction
exemplifies by empirical and scholarly @’%s and different theoretical approaches, the
fit between scholarship and the broad constellation of its directions in the
foreseeable future. Chapter Wexamines the methodological outfits that best capture
and answer the resea qugstions. The research designs adopted for this study is
descriptive. The ige of this design was hinged upon it ability to solely describe the
situation Q under research study. It is a theory-based design which is created by
gat @ analyzing, and presenting collected data. This allows a researcher to provide
insights into the why and how of research. Conversely, this chapter also gives underlying
insights on work experience and job performance. Chapter four descriptively revealed the
study findings by responding to the research questions and providing answers to the

research problem. The study revealed that work experience positively affects employee’s

job performance of employees in most private firms in Ibadan and Lagos. Experience is a
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factor to assess how long a person knows or exchanges knowledge with others to be able
to carry out their work effectively. Employees work experience concerned with the
knowledge and skills that can be gained through education, training and experience. It’s
acquired or enhanced through education. While skills acquired and improved through
practice and work experience. Experience is a major factor in a person’s development,
whereas experience is only possible in their environmental relationships@%n the
various theories and explanations above can be synthesized that work y Q@zce is the
level of mastery of knowledge and skills of a person in his v:/or a% can be measured
from the period of work and from the level of knowledge a’{@gx\rls possessed. Chapter

five contains the Summary of the findings, the coﬁ&%ﬁon of the study and the

recommendations respectively. @
5.2. Conclusion C.-)\\%

This study conclude that work experi positively affects employee’s job performance
of employees in most private‘%%ﬂn Ibadan and Lagos. Although experience is a factor
to assess how long a perseﬁmhanges knowledge with others to be able to carry out their
work effectively.@) e experience is a major factor in a person’s development,
whereas e eéaae is only possible in their environmental relationships. Employees
work e)éer%;:e is one element which concern with the knowledge and skills that can be
ga@through education, training and experience. It’s acquired or enhanced through
education. While skills acquired and improved through practice and work experience.
Work experience is the level of mastery of knowledge and skills of a person in his work
that can be measured from the period of work and from the level of knowledge and skills

possessed. In this study, for instance, based on the parameter indicated for career
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preference in private sector in Nigeria, different reasons were given for different
preferences in Lagos and Ibadan. While in Ibadan, Job security, Personal reasons, and
social values attached to public sector work were the most similar influencing factor for
choosing public sector work over and above others. This is almost being replicated by
respondents in Lagos. For instance, Job security, Personal reasons, and social values
attached. Respondents reacted differently to other variables like economic be@,\%‘wre
of current working conditions, nature of service, enhancement colle .ﬁ\g@ altruistic
motive and challenging working environment in the two cities. Thti sgl y also conclude
that there is high impact on work preference in public sector @sms private sector buy,
job security is not assured, career prospect, economic b&, fast decision making, team
work are conversely peculiar to only to private,séctor business. But non assurance of
gratuity and pension allowances, low socﬁ%ﬁglue attached to working in the private
sector, nature and condition of servi%g)oetter in the public sector than in the private
sector. Employee who have higk@ls in their fields have knowledge, intelligence and
experience in doing tasljxlge not easily affected by others. Thus, it is clear that

experience is a leic;)@

increase in undqs‘ ding and enrichment of information. This study found that work

ill result in a change toward the maturity of behavior, an

experienﬁ%a direct positive effect on the employee job performance. The implication
is Qvork experience is improved, it will lead to an increase in the employee work
skills. In addition, work experience also has a direct positive effect on employees work
commitment. The implication is that if work experience is improved, it will result in
increased commitment and job performance of employee’s work. Improving work

experience can be done through several things the ability of the employee to accomplish
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difficult work must be improved; employee skills should be improved; improving the
quality and quantity of training for employees. Thus, this study also aligns with previous

findings on work experience and employees job performance.

5.3. Recommendations

1. The Private Firms in Ibadan and Lagos needs to pay attention to work expesience
factors as an effort to improve work performance. Because work. eg%?}lce is a
factor that influences work performance improvement. ‘@

2. The director of the firms in Ibadan and Lagos should 1@5\ strategy that can
increase employee motivation and employee S%@)n at work. Because
employee motivation and job satisfaction can @re work performance.

3. Managers in both sectors should make it sponsibility to ensure principles of
equity and fairness are strictly ad y ® recruitment processes while paying keen
attention to the protection %’ the individuals and wvulnerable groups from
discriminatory practic m%acmg the Nigerian workplace. The federal government
also needs to revie I}eﬁeral Character principle if it is to perform its initial focus
of ensurin@@&and equity by applying it only at the lowest levels while other
grade le@ should be strictly on merit, or otherwise wipe it out of the constitution to
abatc'the indiscipline, inefficiency, and incompetence among the sector’s workforce.

@9&2 public sector should take a cue from the private and carry out recruitment
exercises only based on human resources needs, supported by well-defined job
descriptions to avoid excess of staff with no directions on how to proceed in the
sector. The positive attitude of candidates should also be considered as against just

emphasizing job specifications.
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5. Adoption of ICT tools and smart recruitment processes, development and utilization
of job descriptions, high entry requirements, and placement of recruits in their areas

of core competencies can be used to assess work experience e.g Test Gorilla

5.4. Contribution to Knowledge

Findings from this study revealed some variation in the relationship betweerbgork
experience and job performance as a function of measurement mode. T ongest
relationship occurred between amount of experience and perfo@ ask-level
experience had the strongest relationship with performance whe{&mganizational level
showed the weakest narrowing this down to firms in Ibad%%tagos makes still study
unique. The spatial scope for this study is the r.e& for the robust and vibrant
contribution to existing studies. Also, the timeftame designed for this study is long
enough to discover specific changes in .%a%olitical system where a vibrant private
sector is operating. The time and sp Csefzcted for this study has advances frontier of
knowledge on Work Experie%%%ob Performances in the private sector of the South

West of Nigeria.

%w
5.5. Suggestions @t%er Research

Despite th @ that private sector are usually expected to improve organizational
effe i\@s , several challenges exist for job performance. This include; social barriers
and ¢emmunication breakdown that can deter group cohesion. Also, lack of visible
support and commitment from top management is also noticed in most private firms in
Ibadan and Lagos. Although having the right inputs available to a team is important, it is
not a guarantee of effectiveness, since group process counts too. While education and

experience make people eligible to apply for a job, there is a need to develop soft skills
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that make them employable. This constitute a concrete yet to be thoroughly examined

narrow area of further research.

&

%\%
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Appendix One &

Questionnaire

Dear Respondent, qO

This questionnaire is solely designed for research purpose on rl'g xperience and

Job performance in Public and Private Sectors in Nig&ﬁ&%lease kindly assist by

filling the necessary information where appropriate. A&gﬂlformation obtained will be

treated with the utmost confidentiality it deseﬂ@

1.
2.

5.

Q

W

Sex: Male{ } Female {
Marital Status: Single { arried { } Divorced { } Widowed { }

Section A: Socio-economics . @

Other { } \)
Age: 21-30ye rsé } 31-40years { } 41-50 years { } 50-60years { }
60 and abov ﬁ

Is your @gjgzation a Public or Private one?
N\
\D

ou a permanent staff or part-time/contract staff

If permanent, kindly specify your rank

7. If part-time/contract staff, please specify your rank/level
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8. For how long have you been employed by the Organization?

6-10years { }, 11-15years { 1}, 16-20years { }, 21-25years { },

26-30years { } 30years and above { }.

SECTION B

9. Do you think there is any relationship between management and job performance? If

yes, explain

1-5years { },

A

P

10. Do you think work experience is important in any organization? ‘%‘V‘O

A.Yes{ }B.No{ } C.Idon’tknow S’

11. Have you ever been engaged in job performance and Work

what reason: Research { } Diplomatic reasons { @t—ﬁndmgs { } Official

{ } Others{ }

'3
ce? If yes, for

12. If no, what is responsible:  a. No time { } h?terest { } c.Distance { }

Others { } Specify xs

13. Are you aware of the current inclusioq of ad)ershlp and Work Experience in the

running of Organization? Yes { o{ }

A. Are you in support of the % ent? Yes { } No{ }

Attitude

SA*

SD

Job performance ant;@%xﬂenence could lead to exploiting the

members of staff

Do you thin @E‘xperlence and job performance can increase
productivi(t*

I dislike work Experience because it can make work more

complicated

Leadership and Work Experience could create competition among

staff members

Leadership and Work Experience is a way of increasing workload

among staff

The employees are always neglected when it comes to Leadership
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and Work Experience

Most staff within the Organization have a negative attitude towards

Leadership and Work Experience

I love communicating more at work

14.

15.

16.

17.

*SA= Strongly Agree, A= Agree, U= Unsure, D= Disagree, SD= Strongly Disagree

Do you think compensation is necessary for organization development? %
0

Yes { }B.No{ }C.Idon’tknow { ! Q}
Have the staffs/officials involved you personally in any way (plann@i n,

information, and so on?

Yes{ }B.No{ } C.Idon’tknow { } . "

What is your overall feeling of Work Experience and job @‘nance?

Relevant { } B.Notrelevant { } . Q@

To what extent do government policies and reg@a@ affect private sector operations

in Nigeria?

b) Moderately

¢) Minimally
P

a) Significantly C@
Q>

d) Not at all y
18. How would you rate &e'\a ailability of skilled workforce in the Nigerian private

a) Excellen

)

(Bbor

sector? 'C)QQ

19. Ar&’there notable differences in the nature of private sector operations between urban

20.

and rural areas of Nigeria?
a) Yes
b) No
Have you received any formal training or development opportunities from your

employer?
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a) Yes
b) No

A. Personal Data

1. Full Name:
2. Address:
3. E-mail:

4. Date of Birth

4. Phone No:

0@5 0222
Q

Bio-data . "

Olushola Peace Anj eriQQ

Lekki Phase O%.%\s State

anjorinpea mail.com

O

5. Place of Birth: \Jlagos State

6. Nationality:

7. Name and Negt o&mg

B. Educa @ackground

1. Loyola ege Ibadan, Oyo s
@dary School Certificate
2. n State Polytechnic Iree
National Diploma

3. Osun State Polytechnic Iree
Higher National Diploma

4. Achievers University, Owo
BSc Accounting

C. Working Experience:

" Nigerian

Mrs Anjorin, Same as above

tate

208

X

%\%

QP

2000
1998
2003

2013



1. Nigeria Army, Zaria 2021-till date

Strategic Planning

2.
D. Award
NIL
E. Membership
Associate Charted Economics of Nigeria (ACE) 2007
F. Publication . %
NIL \

G. Major Conference Attended . \%
NIL ‘\%

. ‘
H. References &%\\%

Charles Ohwo (AVM)

Nigerian Army, Abuja ‘ \AQ)
Dr Modupe Albert QQ

Lead City University ’é’c @
P

A

"
Signatu&)0® Date
<
Q
2\
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