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ChapterOne

Introduction

1.1 Background to the Study

It is a proven fact that the productivity and success of every organization depends largely on

the performance of the employees of the organization. No matter the high level of

technological adoption in an organization, poor performance and failure of the employees will

unavoidably lead to poor performance and failure of the organization. Thus, the need to

efficiently and effectively manage the human resources in the organization becomes inevitable.

This is done to ensure the organization fulfill the purpose of its existence, that is, achieve its

organizational goals and objectives. The performance of human resources, in an organization is

influenced by many factors; ranging from the company’s overall policy, to working conditions,

to promotion and incentives made available, to training and development of the employees, to

employee’s relationships with their employer. Most times, it is up to the employee on how well

he decides to perform irrespective of other external factors that may directly or indirectly affect

his decision.

Job Performance is mainly the outcomes gained and accomplishment by workers at the place of

work that retains up organizational strategies through targeting for the projected results ˡ.

Employee job Performance also refers to how well an activity or job is done. Performance can

be classified into two types: The first type is known as tactical performance. Tactical

performance is how effectively an organization sticks to its strategy. It is the driver of focus and

consistency. It allows organizations to increase strength by directing limited resources to the

fewest targets. The second type is known as adaptive performance, it is how effectively an

organization diverges from its strategy. Adaptive performance manifests as creativity, problem

https://dictionary.cambridge.org/dictionary/english/activity
https://dictionary.cambridge.org/dictionary/english/job


2

solving, grit, innovation, and citizenship. Job performance of administrative staff at state-owned

polytechnics is perceived not to meet up with the standard of job expected in state-owned

polytechnics in Oyo State. The measures of job performance have been identified to be

responsiveness (timeliness) and work quality. For the purpose of this study, the two measures

will be adopted to measure job performance in State-owned polytechnic, Oyo State. The

measures are timeliness and work quality2. Responsiveness (timeliness): in this context will

refer to how timely (i.e. response time) and accurately do administrative staff respond to their

work, it has been perceived that administrative staff in state owned polytechnic do their work

with hand levity, of their response to work is not timely; are administrative staff performing to

the extent they are expected to perform. Work quality includes the quality-of-service render to

the student when required. To keep up with this, organizations need to train their employees as

a way to prepare them to adapt and improve their performance3.

Responsiveness was perceived as a problem in State-owned polytechnics because the

administrative staff work with their own time not minding if the task at hand is urgent and need

immediate attention; the work or service quality rendered is below standard. Maximum priority

is not given to the request needed from the administrative staff and this leads to students in

need of their service not getting it as at when due, the delay can be related to many reasons

such as not having the necessary skills required, inadequate training and ability to use available

automated machines to make their job easier and faster.

The study on job performance around the globe shows that there are certain factors that

enhanced job performance such as motivation, job satisfaction, training etc. Job satisfaction

significantly influences employee performance and had a positive or negative effect on

employee performance, employees that are fulfilled and satisfied with their job tends to

perform efficiently and effectively than employees that doesn’t derived satisfaction from their
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job; motivation in terms of reward and promotion can motivate employee to be more

committed towards achieving the set goals of the organization; training is another part of

factors that has been considered as an integral part of job performance around the world;

training improves job performance. Some developed and developing countries across the world

European countries like Italy, Belgium, United Kingdom, Germany and Sweden have been

promoting training to for their public institutions and they are ranked as the leading longest

existed institutions in the world. In less developed countries undergoing development,

institutions are facing challenge of surviving with stability for long4. Study in Malaysia,

affirmed that the relationship between training and job performance is positive which showed

that when employee is engaged in training; their knowledge, skills, ability, competencies and

behavior become more practical5.

For employee to perform effectively and efficiently they must have relevant organizational

training and skills. Thus, Influence of organization training is positively and significantly

associated with job performance. Training is the process of enhancing the skills, knowledge,

and competence of employee for doing a particular job. Training is always done for a

particular/specific purpose, among the various reason why training is done are: to orientate and

provide job related knowledge to new employees, to impact skills among the workers

systematically so that they may learn quickly, to make workers handle materials, machines and

equipment efficiently, to prepare workers that are promoted to higher offices for their jobs and

to consistently update the skills of the employees with the changing trends in their working

pattern. Training improves performance through developing a sense of teamwork among

employees as well as contributing positively towards their knowledge and information about

their job. Trainings providing information about innovation aid more to the employees’

knowledge and helps improving employees’ performance aligning with the changing

requirements of organization, industry and the market. Training influence job performance in a
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positive manner, thus organizations are more focused about employees’ training and

development to improve their performance and gain the competitive advantage in the market. 6

Various types of organizational training can be given to the employees such as induction

training: this can be referred to as orientation training conducted for the new recruits in order to

familiarize them with the internal environment of an organization. It helps the newly recruited

employees to understand the procedures, code of conduct, policies existing in that organization.,

refresher training: this training is offered in order to incorporate the latest development in a

particular field in an organization. This training is imparted to upgrade the skills of employees

and can also be used for promoting an employee., on the job training: this is the type of training

that provides an overview about the job and experienced trainers demonstrates the entire job.

The training is offered to employees after evaluating their performance if necessary., vestibule

training: this a training given on actual work to be done by an employee but conducted outside

the work place., and training for promotions.

Organizational Training includes training to support the organization’s strategic business

objectives and to meet the tactical training needs that are common across projects and support

groups. The purpose of Organizational Training (OT) is to develop skills and knowledge of

people so they can perform their roles effectively and efficiently. An organizational training

program involves identifying the training needed by the organization; obtaining and providing

training to address those needs; establishing and maintaining a training capability; establishing

and maintaining training records; assessing training effectiveness. As an organizational process,

the main components of training include a managed training development program,

documented plans, personnel with appropriate mastery of disciplines and other areas of

knowledge, and mechanisms for measuring the effectiveness of the training program7.
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The needs for training arise for so many reasons. Some of the reasons are environmental

changes: due to many changes in mechanization, computerization, and automation employees

are required to be trained in order to possess enough skills. The organization should train the

employees to enrich them with the latest technology and knowledge; organizational complexity:

in order to cope with the complexities of modern inventions, technological upgradation, and

diversification; organizational training has become mandatory to avoid problems of

coordination; human relations: every management has to maintain very good human relations,

and this has made training as one of the basic conditions to deal with human problems; to

match employee specifications with the job requirements and organizational needs: an

employee’s specification may not exactly suit to the requirements of the job and the

organization, irrespective of past experience and skills. There is always a gap between an

employee’s present specifications and the organization’s requirements. For filling this gap

training is required; change in the job assignment: training is also necessary when the existing

employee is promoted to the higher level or transferred to another department. Training is also

required to equip the old employees with new techniques and technologies. As there are high

expectations from the employers, colleagues, customers, and others in the haulage of the duties

and roles of administrative staff, the need to train administrative staff in the needed skills that

will enable them to perform up to these expectations cannot be over-emphasized8.

Organizational training has been measured in a multidimensional structure that, among other

things, comprises of Information and Communications Technology (ICT) skills, administrative

skills and automated office equipment handling skills. Information and Communication

Technology (ICT) skills as a measure for organizational training was adapted from a study

conducted9. ICT is a broad subject and the concepts are evolving10. It covers any product that

will store, retrieve, manipulate, transmit, or receive information electronically in a digital form

(e.g., personal computers including smartphones, digital television, email, or
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robots). Information and communications technology (ICT) skills refer to one’s ability to

converse with people through various technologies. ICT skills could also include the ability to

use older communication technologies such as telephones, radios, and televisions. The skills

include email management and setup, online research, social media management, data

management and queries, desktop publishing, smartphones and tablets, word processing and

much more11. Most of administrative staff are comfortable with their level of knowledge that

they decided not to improve their skills to meet up with the necessary skills of using ICT

effectively.

Administrative skills measure for organizational training was adapted from a study conducted12.

Administrative skills are qualities that help you complete tasks related to managing a business such as

filing paper work, meeting with internal and external stakeholders, presenting important information,

developing processes, answering employee questions and more. Administrative skills are important

because they keep business processes running smoothly. Any successful, efficient organization should

have both administrative professionals who have strong skills in this area, as well as individual

contributors who have good administrative skills. Administrative skills are made up of soft and

technical skills that contribute to effective ways of managing organization such as organization skills,

communication skills, teamwork skills, customer service skills and many more13. Having

administrative skills give more edge in performing more efficiently, administrative staff in State-

owned polytechnics, Oyo State does not have training the expose them to these skills.

Automated office equipment handling skills was adapted from the study14. Office automation refers

to the varied computer machinery and software used to digitally create, collect, store,

manipulate, and relay office information needed for accomplishing basic tasks. Raw

data storage, electronic transfer, and the management of electronic business information

comprise the basic activities of an office automation system. Automated office equipment

https://en.wikipedia.org/wiki/Computer
https://en.wikipedia.org/wiki/Software
https://en.wikipedia.org/wiki/Raw_data
https://en.wikipedia.org/wiki/Raw_data
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handling skills are the skills required in handling office automation equipment which have

become indispensable to run modern offices. The office automation equipment includes but not

limited to photocopiers, fax machine, scanners, laminators and printers. Everyday technology

in office equipment cannot be over emphasized, not getting training on this equipment affect

the work and service render by administrative staff as they are unable to operate the automated

office equipment available for them.

Administrative staff include secretaries, administrative assistants, office coordinators,

executive assistants, and office managers, are using computers, the Internet, and other

advanced office technologies to perform vital “information management” functions in the

modern office. They performed administrative work such as meetings schedules, organize data

using spreadsheet and database management software, interact with clients, vendors, and the

general public, supervise the office and other staff, handle purchasing, and even train other

workers16.

Knowledge is one of the most important factors needed for an organization to achieve high

performance; it is relevant because it is a source through which organization gain new skills

and idea to improve their employee performance and competitive advantage. Knowledge is

important as it serves as a familiarity, awareness or how someone understands facts and skills

to improve job performance15. The process of knowledge acquisition can help organization to

get new trainings available and needed for job performance to be enhanced. Knowledge

acquisition is an important and necessary process in which an individual in the organization

obtained the skills, training and knowledge required that helps them to accomplish their job

efficiently, easily and effectively17. Considering the relevance of knowledge acquisition to

organisational performance, this study argues that perhaps the introduction of sources

knowledge acquisition could enhance the interaction between organizational training (ICT
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Skills, administrative skills and automated office equipment handling skills) and job

performance (responsiveness and work quality) of administrative staff of State-owned

polytechnics, Oyo State, Nigeria. It is in view of this discussion that this study intends to assess

the interaction between organizational training, sources of knowledge acquisition, and job

performance of administrative staff of State-owned polytechnics in Oyo State, Nigeria.

1.2 Statement of the Problem

Job Performance is one out of the most important factors affecting the organization

sustainability, growth and expansion. Administrative staff are involved in day-to-day activities

such as filing of documents, keeping of records, attending to students and other people when

needed. When administrative staff are performing optimally, response time is faster and work

quality are improved in State-owned polytechnic, Oyo State. However preliminary

investigation revealed that job performance in State-owned polytechnic in Oyo State is on the

declined. As a result, it may lead to more issues such as poor organizational performance such

as students not receiving documents needed as when due, their work level has dropped

drastically for not been able to use automation equipment to get work done; which also affect

the service quality rendered to students. Organizational training has been identified as one of

the factors that influence job performance through acquisition of new knowledge.

Administrative staff were perceived to be under-trained in State-owned polytechnics, Oyo State.

Their task delivery and quality of work is not encouraging, not having access to certain

trainings and skills such as ICT skills, administrative skills and automated office equipment

handling skills are the main problems causing setback for them to get their work done

efficiently and effectively. However, this study argues that with the introduction of sources of

knowledge acquisition to administrative staff of State-owned in Oyo State may likely enhanced

their job performance. All these must have affected the job performance of these set of staff.
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Articles and journals reviewed shows that many studies have been carried out on how

organizational training impacted job performance in polytechnics but not specifically on

administrative staff of State-owned polytechnics in Oyo State, Nigeria2 18 9. Hence, this study

seeks to examine the influence of organizational training, sources of knowledge acquisition, on

job performance of administrative staff of State-owned polytechnics in Oyo State, Nigeria.

1.3 Aim and Objectives of the Study

The aim of the study is to investigate influence of organizational training on job performance

in State-owned Polytechnics in Oyo State, Nigeria. The specific objectives are:

1. identify the level of job performance in State-owned polytechnics, Oyo State, Nigeria;

2. ascertain the level of organizational training available to administrative staff of State-

owned polytechnics in Oyo State, Nigeria;

3. determine sources of knowledge acquisition of administrative staff in State-owned

polytechnics, Oyo State, Nigeria;

4. examine the influence of organizational training measures on responsiveness of job

performance in State-owned polytechnics, Oyo State, Nigeria;

5. examine the influence of organizational training measures on work quality of job

performance in State-owned polytechnics, Oyo State, Nigeria.;

6. investigate the combined influence of organizational training measures on job

performance in State-owned polytechnics, Oyo State, Nigeria;

7. ascertain the moderating influence of sources of knowledge acquisition on organization

training and job performance of State-owned Polytechnics, Oyo State, Nigeria.

1.4 Research Questions

The following research questions were formulated to guide the study:
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1. What is the level of job performance in State-owned polytechnics in Oyo State, Nigeria?

2. What is the level of organizational training available to administrative staff in State-

owned polytechnics in Oyo State, Nigeria?

3. What are the sources of knowledge acquisition in State-owned polytechnics, Oyo State,

Nigeria?

1.5 Hypotheses

The result of the hypotheses were tested at a probability value of 0.05+ significance, the

following hypotheses were formulated to guide the study:

H01: Organizational training measures has no significant influence on responsiveness of job

performance of administrative staff in State-owned polytechnics in Oyo State, Nigeria.

H02: Organizational training measures has no significant influence on work quality of job

performance of administrative staff in State-owned polytechnics in Oyo State, Nigeria.

H03: Organizational training measures has no significant combined influence on job

performance of administrative staff in State-owned polytechnics in Oyo State, Nigeria.

H04: Sources of knowledge acquisition has no significant moderating influence on the

relationship between organization training and job performance of State-owned

Polytechnics, Oyo State, Nigeria.

1.6 Significance of the Study

The study will be of benefit to the following stakeholders in State Polytechnics in Oyo State,

such as the management of the polytechnics, staff, government, researchers, regulatory bodies,

and employers.

The management of the polytechnics will be more exposed on various trainings required by

administrative staff to enhance their job performance; administrative staff will be able to
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understand the trainings needed in order for them to perform efficiently and effectively at their

workplaces. Government will be able to channel funds towards necessary trainings and skills

required by administrative staff to improve performance and serve as a means of more source

of income for the government if their jobs are done effectively.

Future researchers who are interested in conducting more research in relation to organizational

training and employee job performance will be able to use the findings and analyses arrived at

for further study, replicate the work such that the research would build on the findings of the

study to create their literature for the successful completion of their study.

The regulatory bodies will be benefited as it will serve as a guide to understand the type of

training to focus on when empowering administrative staff. It will educate different institutions

responsible for training and development of employees on how to tailor their training program

to fit the changing faces of the industry. The concerned institutions for the training of the

employees will know what and what (the modalities) are expected to be included in the training

especially for administrative staff so as to make them up to standard and expectations in their

field.

This research work will encourage and expose employers on how to create a conducive

environment for the application of the skills learnt so as to bring improvement in the

performance of the organization generally. It will also be of tremendous benefits to employers

in all aspect of human resources management, as the objectives of this research work is

centered on determining the influence of training to employee job performance, the employer

will know to what extent does training boast the performance of the employees and this will

help the employer when making decision on what training model and frequency to adopt in the

organization.
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All these put together, will effect a change in the general administrative practices, building

them well on information and communication technology (ICT), administrative skills,

automated office equipment handling skills and their interpersonal relationship with other

factors that can boost their performance.

1.7 Scope of the Study

The study will be conducted with a focus on organizational training and job performance of

administrative staff of State-owned Polytechnics in Oyo State, Nigeria. The measures for job

performance include responsiveness (timeliness) and work quality; while the measures for

organizational training are ICT skills, administrative skills and automated office equipment

handling skills. The study will further investigate how knowledge acquisition capability

moderate the measures of organization training (ICT skills, administrative skills and automated

office equipment handling skills) as well as the measures of job performance (responsiveness

(timeliness) and work quality) The respondents are administrative staff (executive officers,

secretaries, personal assistant, office mangers etc) from State-owned polytechnics in Oyo State,

Nigeria. Oyo State has three State-owned Polytechnics, which are: The Polytechnic, Ibadan

located at Sango-Eleyele Road, Ibadan North local government area in the city of Ibadan. The

Oke-ogun Polytechnic located at Saki West local government area in Saki and The Ibarapa

Polytechnic, located at Ibarapa local government area in Eruwa.

1.8 Limitation of the Study

The promptness of respondents who filled the instruments used for accurate data analysis,

retrieval of information and financial implications also served as a constraint. However, the

researcher was able to scaled through by engaging the administrative staff in various sections
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of the three polytechnics and was able to obtained the needed support in the questionnaire

administration which enhanced the response rate obtained for data analysis of this study.

1.9 Operational Definition of Terms

Job Performance: job performance is how administrative staff in State-owned polytechnic,

Oyo State fulfils the duties and work assigned to them, how they complete the required task in

State-owned polytechnics.

Responsiveness (Timeliness): the quality of positive reaction given to job assigned to

administrative staff in State-owned polytechnics, Oyo State.

Work Quality: is an achievement in customer service. The quality-of-service render by

administrative staff in State-owned polytechnics, Oyo State.

Organizational Training: organizational training is the training given to administrative staff

in State-owned polytechnics, Oyo State to enhance their performance to improve polytechnics

productivity.

ICT Skills: ICT is an abbreviation for Information and Communications Technology. ICT skills

are skills required by administrative staff in State-owned polytechnics, Oyo State to converse

with people using various technology.

Administrative Skills: are skills required by administrative staff in State-owned polytechnics,

Oyo State to perform administrative work such as filing of records, communicating effectively

and many more.

https://dictionary.cambridge.org/dictionary/english/quality
https://dictionary.cambridge.org/dictionary/english/reaction
https://en.wikipedia.org/wiki/Customer_service
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Office Automated Equipment Handling Skills: these are skills needed by administrative staff in

State-owned polytechnics, Oyo State to operate office automation equipment such as

photocopier, fax machine, printer etc.

Knowledge: This is the entirety of proficiency and skills that administrative staff use for

problem solving in state-owned Polytechnics, Oyo State, Nigeria.

Knowledge Acquisition: This is the process by which administrative staff of state-owned

Polytechnics, Oyo state absorb and store new information in memory.

Administrative Staff: These are the admin staff that handled administrative job in State-

owned polytechnics, Oyo State.
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Chapter Two

Literature Review

This chapter reviewed the literature relevant to this study. The theories relevant to the study

area were reviewed. The chapter dwelled on the concept and empirical studies that discuss the

link between organizational training, sources of knowledge acquisition and job performance

with specific emphasis on State Polytechnics in Oyo States. The chapter is organized as

follows;

2.1 Conceptual Review

2.1.1 Concept of Job Performance

2.1.2 Concept of Organizational Training

2.1.3 Concept of Sources of Knowledge Acquisition

2.2 Theoretical Review and Framework

2.2.1 Self Determination Theory

2.2.2 Human Capital Theory (HCT)

2.2.3 Dynamic Theory of Organizational Knowledge Creation

2.3 Review of Empirical Studies

2.3.1 Organizational Training and Job Performance
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2.3.2 Sources of Knowledge Acquisition and Job Performance

2.4 Conceptual Framework

2.5 Summary of Literature Reviewed

Endnotes

2.1 Conceptual Review

The conceptual review was discussed in line with existing literatures for more understanding of

the variables. In view of this, each variable was reviewed with their definitions, types and

importance. The variables discussed are: Job Performance (Responsiveness and Service

Quality) and Organizational Training (ICT Skills Training, Administrative Skills Training and

Automated Office Equipment Handling Skills Training) and Sources of Knowledge

Acquisition as a moderating variable.

2.1.1 Concept of Job Performance

Job performance is known to be the methods or ways employee carry out their job activities

and perform the various tasks required from them in the capacity or position they occupy. It

talks about how effective, efficient and qualitative their outputˡ. Job performance guarantees

the existence as well as the progress of the organizations2. How employees carry out their daily

activities in the business will have an effect either positively or negatively on your business;

therefore, it is highly important for the business manager to ensure he has highest control of

these by setting in place what are the expectations you expect from them and keep close watch.

When you have adequate knowledge on job performance metrics (how to measure

performance), which are: performance review methods and ways to modify the performance
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will help the management to ensure that the performance is met, business needs as well as

customer's needs will be met as well. Job performance is broadly made up of task performance

and contextual performance. On a general term, job performance describes the contribution of

an individual to the overall success of an organization3.

Contextual performance is important as it represent a type of behavior that is to a large extent

under the motivational control of individuals. Every employee creates a personal revenue for

himself to be motivated and inspired towards the job. Contextual approach to job performance

expands the domain of duty to include a variety of non- job specific behavior such as pro-social

organizational role, extra-role behavior and organizational citizenship behavior which entails

the use of one's personal description is seen as an important aspect of job performance that is

not enclosed in the formal description of job performance4.

Contextual performance refers to activities which does not contribute to the technical or main

process of production but which support the organization, social, psychological and

environmental surroundings wherein the organizational goals are pursued5. There are two

conceptual and factual advantages to tying the performance construct to an individual behavior

and not to the outcome of that behavior. The persons who are changed by the individual

behavior are also most times affected by other determinant not under the performance control.

Situational factors of this kind make it either easier or more difficult for people to carry out

actions that have the ability to contribute or to distract the organizational effectiveness by

directly interfering with or encouraging behavioral responses. For example, availability of

appropriate tools for raw materials will the probability that people will perform the behavior

that involve using those tools to operate on the raw materials to in order to produce

organizational goods and services. Thus, the value of a behavior is measured by its favorable or

unfavorable organizational consequence it brings6.
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Task performance is defined as the proficiency with which employee perform activities that are

directly recognized as part of their jobs; this are activities that add up to the organization's

technical or productive care either actively by doing a part of its technological processor or

passively by providing it with needed material or services. Activities related to task

performance varies between jobs and behavior expected of them7. Task embodiment

substantially contribute to the experience of work engagement. Of course, the task-specificity

perspective and work engagement does not mean that there will be no interpersonal differences

in between day fluctuation in work engagement as a person’s general level of work

engagement can increase or decrease over longer periods of time, contingent on job-level and

personal resources.

When you think of how effective an employee is for an organization, a number of factors might

come to mind which are intelligence, skill, training, competency and the rest. However, as

important as these matters are, perhaps there is an even greater and more influential factors

which all hang on the behavioral principles of the employer and the employee which will

definitely determine how the job performance will be. One of the determinants of job

performance begins with the employee himself which was clearly seen in the theory of self-

determination (SDT) which was developed by Deci and Ryan, (This will be more reviewed

under the theoretical aspect of this literature.)

The theory of engagement at work, self-determination theory and some other theories was

formally promulgated in the early 1980s by Deci and Ryan and it is to critically analyze

employee motivational factors towards their jobs’ performance SDT really have to do with

natural and inbuilt tendencies of an employee or an employer to behave in healthy and positive

manners because employee performance and his human behavior have a link to the essence of

work dischargement8. How well engaged and how badly engaged an employee is depend
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largely on Self-determination, because his\her behavioral condition is a key pointer to exhibit

behavior at both professional and personal levels9. The involvement level of an employee

affects the productivity of an organization and the emotional state of an employee relates to

their motivation either to be fully engaged or have feelings to become defensive, disengaged

and which will adversely have a negative effect on his performance10. If employee engagement

strategies (EES) are adequately implemented and followed by business managers, customers

satisfaction, productivity and profit will be the organization experience11.

Job performance can be evaluate using different methods: (i) Management by objectives: it

focuses on goal setting between managers and employees. It has the advantage of giving

employees clear expectations of how they should perform their jobs and uses deadlines to

monitor progress toward these goals. (ii) 360-degree feedback: This method takes advantage

of getting input on employee performance from several individuals with whom the person

works. In addition to having a direct supervisor look at work-performance metrics like

effectiveness and efficiency, co-workers, other managers and anybody else to whom the

worker reports can provide perspective on the employee's skills and character. (iii) Scale and

ranking methods: Employees may be ranked based on best to worst performance to easily

identify those who may be desirable for higher roles as well as those who need more training.

(iv) Employee self-evaluation: Often used in conjunction with another review method, self-

evaluation gives employees a chance to think about their own work performance and identify

their strengths and weaknesses. The disadvantage of this method, though, is that it can be

hard for employees to be subjective about themselves.

Employee involvement is important to an organization. Empirical examination reveal

participation in work by differentiating between intrinsic and extrinsic motivation. The

employer should externally apart from the inner willingness of the employee, study their
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psychological needs, forcing out of them essential psychological health and well-being which

if well implemented leads to individual satisfaction which finally result in functional growth

and dedication of an employee12. Dedication and meaningful work make a worker realize how

valuable they are to an organization giving them self-acceptance and that makes them more

engaged. There is an advantage of employee autonomy and positive influence on others when

good involvement and dedication is attained. Leaders that are competent always hold the key

of control to the influence and engagement of their employees13. Leaders being able to strike a

balance between their personal morals coupled with their interpersonal relationship can create a

healthy leadership – employee relationship. Employee engagement, attitude and interest is a

by-product of a leadership that is improved when the leader have direct relationship with the

employee14. Effective leadership provide vision and direction for employee development and

the ability of the two to effectively communicate this is a background for the job performance.

The most important achievement or objective of an organization leadership is to align the

employee with the organization goals and to attain this, they must constructively build

employee to the level of: Employee engagement has to do with how psychological experience

of the employer shape employee in positive work process and behaviour15. The culture of an

organization in relation to their workers welfare talk more about job performance of the

workers. Organizations must provide a psychological safe workplace and environment to boost

employee performance. The sense of commitment and belonging begin when leader create a

healthy, safe and psychologically relief environment for workers operation16. The manner in

which an individual gets satisfied and joyful in the work task when the environment is warm

and conducive, the employer is at liberty to work and develop citizenship and emotional

intellectual commitment to an organization. employee engagement is defined as when

employee harness themselves physically, cognitively and emotionally while completing daily

task which result into attention and absorption. How absorbed an employee is to his or her job
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commitment; depends on the amount of time he spends thinking about his role in an

organization.

Job performance can be improved after evaluating the performance. Job performance-

improvement plan could be used in carrying out the findings. It assists to identify the reasons

employees are not meeting up with their performance expectations, possibly they lack proper

training, motivation, poor understanding of task assigned. After identifying their needs, proper

action in the forms of offering additional training, implementing an effective reward system,

improving the work environment, empowering your workers and using useful technologies

should be taken to improve the job performance.

2.1.2 Concept of Organizational Training

Human resource management is a strategic, comprehensive and internally consistent approach

to human management, the most valuable asset of the organization. It is defined as the

management of activities in order to ensure the satisfaction, motivation and high performance

of the labor force within the organization17. Development of human resources through

education and training is an operational function in human resource management. Its use in an

institution or organization is usually incorporated into training (education and training). 18

Organizational training is a common word used in all walks of life, it denotes a systemic

procedure for transferring technical know-how to the employees so as to increase their

knowledge and skills for doing particular jobs. When employees join an organization, they are

required to be trained because there is a difference in the skills the employees possess and the

skill a job requires18. This difference is removed by education, training and development.

Skills of employees are developed through training upon which the efficiency and effectiveness

of an organization depends. The purpose of training is to bring about positive change in
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knowledge, skills and attitudes of the employees, and it continues to be a strategic intervention

for most organizations19.

Organizational training is often seen as a planned and systematic process of learning in the

sense of acquiring, modifying, and/or developing knowledge, skills, and abilities (KSA) in

order to achieve and/or improve the employees’ performance in the current job and prepare

them for an intended job20. It may be defined as the planned and systematic process of

changing behavior through learning events, activities and programs, which assist the

participants to acquire knowledge, skills, competencies and abilities to carry out their work

efficiently and effectively21. When employees with extensive skills and knowledge receive

training, their resources will increase even further22. Organizational training is the act of

improving the skills, abilities and technical competence of employees or personnel on a given

job or duty23. It is the process of increasing the knowledge and skills of an employee for doing

a particular job. It involves the development of skills that are usually necessary to perform a

specific job. Training and development are very essential in human resource management

because it is the only means by which improvement can be produced in the performance of

roles in individual, groups and the organization as a whole21. Many firms are now so awakened

to this concept which has boost the morale of the workforce and invariably strengthen and

foster organizational growth. Training brings about development and increases creative

thinking which brings about right attitudes and behaviours, not only improving the company's

image but also ensuring employee's competency, efficiency and effectiveness in performing

their jobs in highly motivated manner which comes out in form of financial and economic

advantage for the company24. Training brings about development and increases creative

thinking which brings about right attitudes and behaviours, not only improving the company's

image but also ensuring employee's competency, efficiency and effectiveness in performing
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their jobs in highly motivated manner which comes out in form of financial and economic

advantage for the company18.

Modern day organizations are challenged with highly demanding competition, drastic change

in technology and ever improving business environment makes it inevitable for companies not

to seek more knowledge and competence in their area of specialization; organization

engagement in training must be consciously taken as a business and should be necessitated as a

link with growth of the modern age in the international platform. Organizational training helps

to accommodate changes in technicality, environment, customer's taste and demand by raising

the knowledge and involvement of the workers in relation to the change process and fill the

discovered gaps in the employees by teaching them skills needed to adjust to the new state and

also make employees prepared for unforeseen roles in the future. Organizational training

requires conscious effort, time and money, therefore firms must take the pain to critically

define training programs required in their aspect of specialization and assess its effect on the

trainees, the company and the users of their goods or services 22.

Organizational training is an important point in ascertaining the achievement of goals and

objectives of any given firm. It is an important factor to eliminate decline in productivity of

workforce and a good assurance giver to the continuity of the business which is the going

concern concept as workers learn the right process to keep up with the pace of demand laid on

the job. Implementation of training is directed to the improvement of skills, knowledge and

attitude change or employee behavior, the learning process expected in training is expected to

change the employees from the less know to know more and less skilled to be skilled and

negative attitude and behavior to be positive and etc. 19. Organizational training is the major

means to be used by organizations to cultivate employee competence to reach the appropriate

required levels. It is also an important business strategy for organizations to cope with a variety
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of forces affecting the workplace. The main objective of training is for employees to learn new

skills or to keep their current skills updated26.

Organizational training can be considered from a number of different perspectives. It can focus

on different types of content, primarily categorized as managerial, technical, and awareness,

among other types. It can be delivered using an array of training approaches, methods, and

media, depending on the situation24. It is stated that training is organized and used by an

organization as a business strategy to help employees develop and acquire competence, which

includes knowledge, skills, behaviors, and attitudes that are critical for successful job

performance23. For effective employee training, there are four steps that generally occur. First,

the new employee goes through an orientation, and then he or she will receive in-house training

on job-specific areas. Next, the employee should be assigned a mentor, and then, as comfort

with the job duties grows, he or she may engage in external training. Employee training and

development is the process of helping employees develop their personal and organization skills,

knowledge, and abilities27.

Training of employees is a very important and significant point in reaching the goals and

objectives of an organization. Training is an important ingredient to improve competence and

employees’ productivity and guarantee the continuity of a business organization28. Training is

reasonable so as to master the knowledge and skills that are required for their jobs and to be

acquainted with the job requirements in the company an employee had been employed. The

need for training will arise in every organization at one particular time or the other if there will

be improvements, expertise approach to their product or services and increment in the general

well-being of the organization in relation to the changes experienced daily in our society.

Every organization should make moves of giving training to all their employees not minding

their qualifications and skills. The need for training will arise when there are situations like:
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The need of training must arise in a company or organization when there is a general change in

the rise of technology equipment and machine needed in effective operations of such

organization to meet the new standard expected by their clients. Changes in computation,

dissemination of information, coordination and diversification that calls for complexity, the

employees must be trained to be equipped with these modern modalities. The employees need

to be urgently trained when a change arise in the duties expected of the employees either

through promotion or transfer from one department to another department. For effectiveness to

be ensued, the employees have to be trained in the skills that will facilitate him in his new

department. The skills an employee had acquired may not measure up to the standard of

specifications of the organization’s required mode of operation. At this stage, the organization

must embark on training as the bridge to the gap. Training is bound to take place when

employees in an organization are down-graded in their relationship with the public and clients,

the organization needs to build the human relation tract of her employees through training. The

training methodology process refers to a systematic approach of developing training programs.

Different techniques are usually used in a training program. The identification of a need for

training is the first thing to be established29. The level of identifying the need is very important

for the two parties involved i.e. the employer and the employee so as to gather up the important

areas to be covered and to be able to measure at the end of the day if training or improvement

in skills and abilities had taken place30. There are seven steps in this approach31. Step 1 is to

carry out a need test which is vital to identify whether and when training is needed. Step 2 is to

be sure that the employees have the motivation and required mindset necessary to master the

training content. Step 3 is to ensure or import a learning environment that has the conducive

atmosphere for learning to take place. Step 4 is to ensure that the training is applicable to the

job specified and see to it that the trainee apply the training content to their jobs, that is,

knowing what to do and when to do it. Step 5 is to develop an evaluation plan i.e. ascertaining
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the types of result expected after the training (changes in behaviour and skill), adopt a

measuring means that will help to clearly determine how Training affect the "bottom line" that

is looking at it from the cost benefit analysis to decide the financial gains resulting from

training. Step 6 is to choose the training method considering the learning goals and the

available learning environment which can be traditional method of face-to-face interaction with

a trainer, e- learning using CD-ROM or web-based training. Step 7 is to revisit the program and

make necessary changes to improve the program so that all learning objective are achieved32.

Employees that are effectively trained are happier and more productive, so it is important to

take care when considering not only the material that needs to be taught but the method for

teaching it. In this sense, how choosing a training method is important, as well explain

inadeptly the best types of training methods for employees considering the materials being

taught. To reduce some costs associated with not training or undertraining, development of

training programs can help with some of the risk24. Any company or organization that is going

to succeed in her business endeavours must have training in place to make employees’

performance sure. A research performed by the American Society for Training and

Development (ASTD) discovered that 41 percent of employees at companies with poor training

planned to leave within the year, but in companies with excellent training plans, only 12

percent planned to leave25.

For effective employee training, there are four steps that generally takes place which are: First

Step: Employee Orientation. Second Step: In House Training. Third Step: Mentoring. Fourth

Step: External Training. Employee orientation is a way of welcoming a new employee into the

organization. “Employee orientation is an essential aspect of training, where a new recruit is

introduced to his/her new working environment, the coworkers and the policies and procedures,

rules and regulations of the organization. This orientation process helps new employees
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become familiar with the job, task and other aspects of the working environment, which

enhances their performance on the job33.” Employee orientation is done in order to make newly

employed worker gain knowledge about the policies and business scope of the company and

learn how their specific jobs fits into the whole picture plan of the organization28.

Employee orientation has its own benefits to the organization and as well to the employee,

some of which are. When an orientation process is carried out right, it usually makes the

employee to get on the job straight with accurate speed as various procedures had been

introduced during the orientation familiarization training. It reduces anxiety: One’s anxiety is

always high when a new job is to be started, through orientation, the anxiety is calmed as the

employee would have gotten the hint of what and what will be the demand of his newly gotten

job thereby reducing the stress. It reduces employee turnover: Employee’s turnover or

frequency of leaving the organization reduces when they felt a value placed on them during

orientation training. It saves time for the supervisor and co-workers: An orientation properly

done makes an employee better prepared for the job and lessen the labour of the supervisor

monitoring so much. To set expectations and Attitudes: It makes the employees to know from

the beginning, task expected from him and also knows the values of the company from

inception which makes in a better and less problem prone worker24.

Training and development have been classified under two broad heading: On the job training

and off-the job-training. We should note that on-the-job training and off-the-job-training are

classification terminology of training and development and not method per se. In-house/on-the-

job-training is a kind of training that a worker is given from within the organization (internal

training) 34. Methods use for In-house/On-the-job training can be any of the following:

Coaching: This is a model whereby an experienced member of staff helps trainees learn skills

and procedures of carrying out their job roles by providing the learning employee and
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instructions or visual instructions or both for his learning Mentoring: This is a process

whereby each of the trainee is allocated to an expertise member of staff who serves as a guide

or helper to the trainee. Though the word ‘coach’ and ‘mentor’ are always near to each other,

but a mentor intensify and makes impact in the trainee than a coach. Job Rotation: This is

when employees’ role or task is changed within an organization to make them have the

knowledge, skill of another area of the organization. He/she have to learn about his new task

and through that be adequately trained.

Mentoring: “Mentoring is a reciprocal and collaborative at-will relationship that most often

occurs between a senior and junior employee for the purpose of the mentee’s growth, learning,

and career development.” Most times, the mentor and mentee are internal to an organization,

and the purpose is always on achieving organizational goals, culture, career goals, advice on

professional development, and work-life balance24. Effective mentors often act as role models

and sounding boards for their mentee and provide guidance to help them reach their goals. 35

How well a mentee will be trained and improved depends largely on the mentor’s approach and

self-efficacy, how cordial the mentor-mentee relationship is and the quality of the mentor’s

supervision on the trainee34.

External training is a type of training that is not carried out with-in the organization. It is

usually the last steps out of the four steps to training and it can be ongoing till any point of an

employee’s career. It can come in form of sending an employee to a seminar to increase his

knowledge either in a newly included method in operation of his task or to help further

development in the organization24. There are various types of skills/training around the world

today, which are very vital in one way or the other on the improvement and productivity of the

employee, some of these trainings are: Soft skills are identified to be very important in the

employment circle which include but not limited to communication, team work, motivation,
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problem solving, enthusiasm and trust36. The term ‘soft skills’ refers to personal inbuilt

abilities or traits and habits that are crucial in character relationships with other people24. Soft

skills are very vital to success in business37. Any abnormality on any employee’s soft skills can

be costly to an organization and affects business outcome, workers behaviour, safety

productivity, engagement and withdrawal24. Those who may benefit from soft skills

developments are individuals who have suffered incarceration for so long, school dropouts and

any individual who is deficient in any soft skill ability.

Team training/Team Work refers to pulling together of interactive and interdependent

behavioural process among people of the same targeted goal and outcome, Converting their

interaction into output of members satisfaction and performance. The goal of Team training is

to develop interrelationship among team members, which makes them to be intimate with each

other and facilitates understanding and friendship which gives room for training in strong and

corporate decision making, problem solving and non-permitance of ship wrecking attitudes in

members of team38. Almost all organizational fields benefit from team work and training, job

field that optimally benefit from team work and training are fields like health, security,

education and producing firms. These group of people have team work training very crucial to

them. The Deloitte Millennial Survey, 2016 reported that among other finding, millennials

linked job satisfaction with high level of cross team collaboration, to make this achievable,

there are five elements that must be put in place39. Communication: This is the most important

part of team work and it must be done in effective manner among team workers to consistently

update each other and must never make assumptions that they have been informed and also,

they must be good listeners as well. Delegation: Teams that work together understand he

strength and weakness of each team members. The job of effective team work will be

magnified when team leaders and members know the ability of everyone and assign an aspect

of the training job to the right person. Efficiency: A strong team should be together to develop
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a system that allow them to join efficiently to perform and complete task in a timely manner.

They will know their capability and the capability of the group as a whole and then organize

the workload in accordance. Idea: When a teamwork collaborate well, team members are

comfortable to bring ideas. A good team unit is always rich in idea which not only makes them

innovative but also dynamic. Support: A workplaces that faces challenges, but have a strong

team environment in place can act as a support mechanism for staff members. For a company

that is into production business, training on quality is very important to their laboratory

technicians so as to be perfect in the quality of products produced. They should be trained to

know when items are under standard, standard and below standard which help them to

eliminate substandard products coming out of the company40.

The International Organization for Standard (ISO) is the largest publisher of standards and

quality in the world. The body is majorly formed to oversee and regulate business practices,

manufacturing policies and quality. Therefore, quality training must cover these eight concrete

areas: ISO 9000 - Quality Management: To remain vibrant in a competitive industry, ISO

9000 manages the quality standard. Quality standards guide companies and fortify them with

the necessary tools that ensures their continuous and increase in customer demands target being

met. ISO/IEC 27000 - Information Security Management Systems: Information is a very

strong and vital force that the world cannot do without and therefore it is being threatened by

different crime activities. The 27000 Category of Standards ensures the safety of information

assets. ISO 14000 - Environmental Management: This is a type of quality training or guide

that makes available the tools needed to make manufacturing firms responsible to their

environment. These environmental quality standard use tools such as life cycle, audits,

communication, environmental challenges. ISO 31000:2018: Risk Management: Today’s

business world is riddled with uncertainty. There is a different effect on economic performance,

good will as well as security and environmental outcomes. They must have quality risk training



33

so as to guide organization to be able to achieve objectives in an uncertain environment by

being able to differentiate between opportunity and threats. ISO 50001:2018 – Energy

Management: ISO 50002:2018 provides trainings to companies in carrying out an energy

management system. ISO 26000:2010 – Social Responsibility: It gives the bedrock of how

organizations can be involved in social responsibilities and to know how they can effectively

take actions towards it. ISO 28000:2007 – Specification for Security Management System for

the Supply Chain. ISO 450001 – Occupational Health and Safety: It provides a baseline for

occupational operations so as to reduce injuries and diseases which have a negative impact on

the economy and results into poor health, early retirement and paying of high insurance

premium41.

To fit into some jobs and some positions well, a professional training is very vital. Professional

training is a type of training that update an employee alongside with his profession. Many

organizations have suffered a lot of damages because they fail to train their employees on the

law, rules, etiquettes guiding their profession42.

2.1.3 Concept of Sources of Knowledge Acquisition

Knowledge has been known as an essential resource for an organization to hold sustainable

competitive advantages43. The growing importance of knowledge has encouraged managers to

pay greater consideration to managing this knowledge effectively44. The concept of knowledge

has been viewed as the most strategic source of the businesses and knowledge management has

been frequently studied within the management studies and applications. In order for the

concept of knowledge management to be defined in the literature, concept of knowledge is

being addressed first. Knowledge, on the other hand, expresses the assumption of how a

phenomenon may react when exposed to change and the transformation of information to an

idea. Knowledge is defined as data which have been processed in a certain way45. And as the
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process of learning, conceptualizing and applying information46. Two kinds of knowledge

might be said to exist: implicit and explicit knowledge. Explicit knowledge consists of words

and numbers, which are easily accessible, while implicit knowledge is hard to share since it

consists of insights and understandings, which are hard to access47.

There are different types of knowledge. A simple way to distinguish these types is by using the

basic categories namely declarative or descriptive, procedural, and causal or reasoning48.

Declarative or descriptive knowledge describes an object, a concept that has a past, present,

future or a hypothetical situation. This kind of knowledge can exist in the form of data and

information. However, it can be interpreted as exceeding the limits of data and information,

becoming knowledge in the light of other descriptive forms e.g forecasting or setting goals.

The second type, procedural knowledge, shows how something occurs or performs. It consists

of a systematic method or technique or step-by-step explanation or instruction. Examples of

these are strategic plans, training modules and methods and procedures. The final type is the

causal or reasoning knowledge. This type of knowledge enables a higher level of cognitive

functioning which involves giving an explanation or justification of why some event has

occurred or when a particular situation exists. This is based on logic, correlation, analogy and

causality. Some examples of causal knowledge are an organization’s rules, policies, and forms

of regulation.

In another word, knowledge can also be structural or private49. Organizational knowledge is

“the capacity members of an organization have developed to draw distinctions in the process of

carrying out their work, in particular concrete contexts, by enacting sets of generalizations

whose application depends on historically evolved collective understandings. Both components

are fundamental, essential, and inseparable within the overall process of knowing. Tacit

knowledge is defined as knowledge that is “personal, context-specific, and therefore hard to
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formalize and communicate”, while explicit knowledge is defined as “knowledge that is

transmittable in formal, systematic language50, 51.

Tacit knowledge is an intangible concept related to an individual’s actions and experiences

such as the ideas, values, expertise or emotions that he/she embraces. Therefore, tacit

knowledge may best be transferred through interpersonal means and non-structured processes52.

Explicit knowledge is a tangible concept which can be documented and distributed to others

such as guidelines, reports, procedures, strategies and databases53. Explicit knowledge is

articulated and stored in certain media. This suggests that explicit knowledge can be transferred

through more technology-driven, structured processes such as information systems54. In brief,

“Informal internal knowledge, often called tacit knowledge, resides in the minds of the

individual employees but has not been documented in structured form”, but “structured internal

knowledge is often called explicit knowledge, such as product manuals or research reports.

The importance of knowledge in human life has increased to the line that it has become an

essential part of daily life and that the need to manage knowledge has become a critical

component of activities in countless disciplines. This has led to the birth of the modern concept

of "knowledge management" in the late 1980s55. The birth of knowledge management came as

a result of the way humans are dealing with knowledge has evolved in significant ways over

the centuries. Although the term "knowledge management" was coined in the late 1980s, it

exploded in prevalence starting from the mid-1990s56.

Therefore, taking the organizational approach as the main focus, definitions of knowledge

management provide a picture of a process concerned with generating, sharing, capturing,

codifying and storing, disseminating and using knowledge. Knowledge management occurs on

individual, team, organizational and inter-organizational levels and brings together people,

processes, culture and technology to fulfil its purpose. Arguably the model that best embraces
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the nature of KM is one that Nonaka and Takeuchi in 1995 proposed as the SECI model. This

model of tacit and explicit knowledge conversion can be considered as the central model of

organizational knowledge creation and also assumed to bring together a wide range of KM

processes such as generating, codifying, transferring and utilizing knowledge. The conversion

processes of the SECI model occur across all four levels: individual, group, organizational and

inter-organizational by using people, processes and technology.

Four fundamental dimensions are emphasized in literature for an efficient and effective

knowledge management. These dimensions consist of technology57. organizational culture58,

leadership and lastly, measurement of the results of knowledge management applications59. In

line with the objectives and strategy of the organization, realization of the objectives aimed by

knowledge management depends on the leader, since he/she is expected to provide facilitating

conditions for knowledge management. Leader is needed for sharing knowledge and

supporting the climate, applications and motives within the organization60. Organizational

culture is the combination of social norms, unwritten rules, expectations and a common past

which effects the behaviors of all the employees. One of the most required conditions for the

knowledge

production to take place in the organization is the presence of an organizational culture which

does not prevent organizational learning but supports learning with the systems of values,

beliefs and work systems and knowledge production and sharing.

Some researchers have divided Knowledge Management practices to: knowledge acquisition,

knowledge innovation, knowledge protection, knowledge integration and knowledge

dissemination61. While others combined knowledge acquisition, knowledge innovation and

knowledge integration into knowledge “creation” process, and added knowledge “application62.

Another definition for Knowledge Management recognized five generic knowledge
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management activities: knowledge generation, knowledge representation, knowledge storage,

knowledge access and knowledge distribution. It can be also divided to Responsiveness to

knowledge, Knowledge acquisition, Knowledge dissemination and Knowledge utilization.

“Whatever the names of the processes are, they all include processes to identify, create, define,

capture, store, organize, transfer, disseminate, use, review, share and apply knowledge in an

organization50. Knowledge generation/creation: refers to activities that increase the stock of

organizational knowledge. Five modes of knowledge generation are discussed: acquisition;

dedicating resources; fusion; adaptation; and building knowledge networks. Organizations may

acquire knowledge by hiring individuals, buying another organization, or renting/leasing

external knowledge. They may also dedicate resources to the generation of knowledge by

establishing units that undertake research and development. Knowledge generation normally

occurs when individuals and groups with different specializations and perspectives are fused to

work on a problem or project. Knowledge generation is the result of organizations adapting to

significant competitive, economic, or technological changes; the most important adaptive

resources are employees who can acquire new knowledge quickly and who have the openness

to learn new skills. Knowledge is also generated in informal networks of people in an

organization who share common work interests, face common work problems, and who are

motivated to exchange their knowledge63.

Knowledge acquisition can be defined as the process of the development and creation of

insight, skill and relationships. For knowledge to be acquired57. There should be willingness

and ability of a recipient to acquire and use knowledge are crucial elements. During the process

of knowledge acquisition, it is important that both source and recipient should be willing to

share. There are three motivational drivers that should be taken into consideration. Attitude

towards knowledge sharing, cost and benefit, subjective norms and organizational climate and

perceived value of knowledge. Knowledge acquisition envisages learning from others through
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interaction between recipient and source. Knowledge acquisition is generating new knowledge;

it consists of internal creation through accumulating and recombining existing knowledge from

scatters sources and external acquisition from outside of the knowledge network. Where these

two ways supplement each other; knowledge acquired from external sources creates an

opportunity for knowledge integration, at the same time; with more knowledge accumulated

internally, firms increase their absorptive capability64. It is generating new knowledge through

experimentation, lessons learned, creative thinking and innovation. In addition to that,

knowledge acquisition is an ongoing and dynamic process that involves the capability to

innovate novel ideas, insights and solutions and incorporate it within the organization65.

Knowledge can be gained through individual learning, scanning of the external and internal

environment and hiring new employee.

Knowledge Application process is a process oriented towards the use of knowledge to adjust

strategic direction, solve new problems and improve efficiency. It is the process of retrieving

and using knowledge in decisions, actions, problem solving and routine work. Knowledge

codification: The idea of knowledge codification is to put organizational knowledge into a

form that makes it accessible to those who need it. An example of this is the legal system in

which laws and decisions that act as precedents are codified in many texts”.

Knowledge storage is the process of identify, evaluating and capturing relevant and valuable

knowledge and preserving it in the depository of the knowledge network, It involves three

tasks: First harvesting knowledge from disparate locations, then presenting knowledge so that

it will be available to all participants in knowledge network and finally coordinating data,

storage location and storage mechanism. Certainly, stored knowledge becomes a valuable asset

only when it is accessible and easily retrieves. Sharing of knowledge may be seen as the

deliberate application and transfer of one or more person’s ideas, insights, solutions and
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knowledge to another. This may be done either directly or via an intermediary, such as a

computer-based system66. Knowledge sharing is the distribution of knowledge that already

exists within the organization. Knowledge sharing consists of collection and combination of

ordinary expectation, share experience, tacit roles and social standard and norms that create

attitude and behaviors. Sharing knowledge allows both parties to expand information through

the exchange process. However, it provides an opportunity to discuss know-what and know-

how practices, to direct the organization towards future development and growth. Knowledge

can be shared through personal communication and training. It can be shared through

broadcasting, searching, teaching and other social activities.

Retaining knowledge can be defined as all software and activities that capture and preserve

knowledge as well as it remains in the organizational system once presented56. Management

needs to as much as possible to ensure strategies for retaining organizational knowledge is in

place before it is lost. The knowledge and expertise of employees should be reserved before

such employee leaves the organization. Lack of knowledge retention strategies, makes

organizations lose tacit knowledge when employees leave for other organizations or due to

other forms of attrition. It is a well-known fact that 80% of knowledge lies in the brains of

people who possess know-how and personal skill that will never be shared if no one works on

it. This is consistent with the view that one person may have much knowledge but may not be

able to say much about that knowledge. Individuals who are rich in tacit knowledge

(experienced employees, retirees and other talented experts) constitute a wealth of intangible

assets for the organization67. It has been established that knowledge retention could be

achieved through documentation and integrating knowledge back into the organization with

special emphasis on retaining best practices. To safeguard against a loss of knowledge,

organizations need to devise ways of retaining employees’ know-how and best practices so that
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knowledge can be passed on to future workers, and replacements who should regain the on-the-

job knowledge that ex-employees spent years accumulating68.

Knowledge retention can be described as the capture of knowledge and expertise from

employees before they leave an organization. In situations where any employee decided to

leave the organization, knowledge retention ensures continuity of knowledge. Literatures have

shown that employee‟ knowledge could be lost during layoffs, restructuring, retirement,

resignations, moving jobs and other situations. Knowledge retention is the capture of critical

knowledge and expertise that is at risk of loss when employees leave an organization.

Knowledge retention aims at retaining as much of the departing employees‟ expertise and

knowledge as possible. Appropriate strategies and approaches must be developed to capture the

employees‟ expertise and retaining it as organizational knowledge. It is therefore imperial to

note that through knowledge retention, an expert’s most valuable knowledge has to become an

organizational asset. Experts and other specialists may not be willing to have their knowledge

captured and as such employers may provide some incentives for members of staff to share

their knowledge69.

Accordingly, the retention of knowledge of knowledgeable employees is a critical economic

resource and a core element to achieve significant competitive advantage. Arguments have

been made by some researchers about the contexts of knowledge retention within an

organization which include individuals, structures, organizational culture and the physical

structure of the workplace. Organizations that fail to manage knowledge are likely to be at a

disadvantage when employees with tacit knowledge move to another organization in response

to incentives, or when such employees retire or die. Even if organizations were to recruit new

employees, they could not replace the experiences or the knowledge of retirees70. When an

organization is considering knowledge retention, the primary concern is how to tap the brains
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of employees who are retiring, moving on to new jobs or otherwise leaving the company71.

Knowledge is lost through retirement and movement of people but this loss can be overcome

by documenting previous processes and procedures. To retain important information and

knowledge has remained the main challenge and strategic goal for organizations72.

Retirees take away with them the knowledge they have acquired when they walk out the door.

Some researchers found that successful knowledge retention can be achieved through

documenting, integrating knowledge back into the organization but special care being

dedicated to retaining best practices73. Furthermore, employees may retire leaving significant

knowledge outside the organization, causing business loss, indicating that value of knowledge

that is held by retirees is immense therefore organizations need to capture knowledge from

retirees of such74. Knowledge retention is used to develop appropriate approaches for

capturing the extensive knowledge of experts who are ready to retire and retaining it as

organizational knowledge. Organizations need to document and retain the knowledge of their

key personnel and subject matter experts, manage this intellectual capital before it simply

walks out of the door resulting in organizations loosing valuable intellectual capital, namely

knowledge, talent, experience and expertise. 73Knowledge retention strategies can keep

employees‟ workplace-acquired wisdom from walking out the door when they retire.75 It is

therefore imperative that organizations establish ways to retain employee’s know-how and best

practices so that the knowledge can be passed on to future workers and replacements who

should regain the on-the-job knowledge the ex-employees spent years accumulating.

In a related study, some researchers suggest the following criteria for organizations considering

to retain knowledge; what knowledge may be lost, what are the organizational consequences of

losing that knowledge and what actions can be taken to retain that knowledge? This

observation concurs with the step-by-step process to combat the problem of organizational
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knowledge loss. The first step, is the need to be aware of the risks an organization faces if

knowledgeable and valuable staff walk out of the door155. This motivates the desire to retain

knowledge by deploying knowledge retention strategies. Secondly a program to retain

knowledge of staff must be put in place.

The impact of attrition can be reduced by making use of appropriate knowledge retention

approaches to capture knowledge and information in the organization. Knowledge retention

strategies described in the most literatures follow three stages which includes making decision

on whether and what level vertical knowledge should be transferred, planning the process and

chosen the way the knowledge should be transferred and practical implementation of the plan.

In view of this, the base for any knowledge retention strategy is knowledge –sharing practices.

As there exists a wide range of such practices many authors have establish varying criteria for

evaluating the impact of the knowledge, timing of its loss and sort of knowledge76.

Mentoring and apprenticeship programmes can also be used as a strategy of transferring tacit

knowledge, from an experienced employee (subject matter expert) to a more junior employee77.

Mentorship entails the pairing of an experienced member of staff with an inexperienced or new

employee in order to assist the new employee in acquiring new knowledge78. In the event that

succession planning programmes are put in place, mentorship is adopted to ensure the

inexperienced employee is prepared enough and ready to perform in a job role.

In other words, internship is another nomenclature for mentorship. Internship is defined as an

opportunity offered by an employer to potential employees, called interns, to work at a firm for

a fixed, limited period of time. Interns are usually undergraduates or students, and most

internships last for any length of time between one week and 12 months.
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Another powerful knowledge retention and transfer strategy is the story telling practice which

has the possible to initial an issue by bringing it alive for listeners or readers. This strategy

envisages people-to-people interactions, storytelling provides the required interaction set-up.

Stories are effective in bridging generational gaps, communicate vital information about an

organization’s culture, and help employees develop a sense of organizational identity. Stories

are instrumental for knowledge sharing and collaboration, because listeners are given an

opportunity to ask questions which then puts the story into perspective. Storytelling may be

used to capture successes, lessons learned. An organization that adopts this form of knowledge

retention strategy is regarded as a learning organization or one that has recognized the

importance of knowledge79. Furthermore, the use of motivational speakers is becoming a

globally accepted strategy for information sharing.

Retirees are used by organizations as consultants who provide critical skills and experience for

special projects or assignments to mentor junior and less experienced employees, thus allowing

them to share knowledge and experiences. Retirees should be allowed to return to work as

consultants who are immediately productive as they know the organization. Organizations can

adopt a phased retirement approach where employees reaching retirement continue to work

with reduced workloads80. Most organizations face skills shortage in specific fields thereby

resorting to leveraging retirees as sources of knowledge and expertise to solve complex

business problems.

Another obstacle could be the belief that it is impossible to capture many years of experience in

few hours of exit interview. This is a valid case and is the reason for which the knowledge

preservation effort should focus on. The last key obstacle is that the knowledge storage

strategy could be uncommitted from the organizational strategy. Sometimes managing

knowledge is a difficult process due to the fact that the knowledge management strategy is



44

poorly designed or it does not coordinate with the organizational strategic mission. The same

thing is valid for knowledge retention strategies – they should not be regarded as isolated from

the general business processes.

2.2 Theoretical Review and Framework

This section explored the various theories that can explain organizational training, sources of

knowledge acquisition and job performance of administrative staff in State-owned polytechnics

in Oyo State, Nigeria. The three theories reviewed were: Self Determination Theory, Human

Capital Theory and Dynamic Theory of Organizational Knowledge Creation

2.2.1 Self Determination Theory (SDT):

The concept of self-determination has been applied to a wide variety of areas including

education, work, parenting, exercise, and health. Research suggests that having high self-

determination can foster success in many different domains of life. Self-determination

theory suggests that people are motivated to grow and change by three innate and universal

psychological needs. This theory suggests that people are able to become self-determined when

their needs for competence, connection, and autonomy are fulfilled. Key studies that led to

emergence of SDT included research on intrinsic motivation81. Intrinsic motivation refers to

initiating an activity because it is interesting and satisfying in itself to do so, as opposed to

doing an activity for the purpose of obtaining an external goal (extrinsic motivation). A

taxonomy of motivations has been described based on the degree to which they are internalized.

Internalization refers to the active attempt to transform an extrinsic motive into personally

endorsed values and thus assimilate behavioral regulations that were originally external82.

Some researchers later expanded on the early work differentiating between intrinsic and

extrinsic motivation and proposed three main intrinsic needs involved in self-determination83.

https://en.wikipedia.org/wiki/Internalization
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Three basic psychological are needed to motivate the self to initiate behavior and specify

essential nutrients for individual psychological health and well-being84. These needs are said to

be the universal and innate need for autonomy, competence, and relatedness. “Self-

determination Theory explains the factors of intrinsic motivation (autonomy, competence, and

relatedness) and of extrinsic motivation (internalization and integration) that support

personality development and behavioral self-regulation to improve personal wellbeing and

performance of people in organizations and society.” It is a theory that grew out of researchers’

work on motivation in the 1970s and 1980s85. And it has grown and expanded since then, the

basic tenets of the theory come from Deci and Ryan’s seminal 1985 book on the topic86.

Self-determination theory (SDT) is a broad theory of human personality and motivation

concerned with how the individual interacts with and depends on the social environment. SDT

defines intrinsic and several types of extrinsic motivation and outlines how these motivations

influence situational responses in different domains, as well as social and cognitive

development and personality87. It explains the process through which motivation develops and

how it influences human behavior and wellbeing88.

These three psychological needs of autonomy, competence, and relatedness are generally

universal (i.e., apply across individuals and situations). However, some needs may be more

salient than others at certain times and be expressed differently based on time, culture, or

experience. SDT identifies three innate needs that, if satisfied, allow optimal function and

growth.

https://en.wikipedia.org/wiki/Autonomy
https://en.wikipedia.org/wiki/Competence_(human_resources)
https://en.wikipedia.org/wiki/Social_relation
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Figure 2.1 Self Determination Theory

Source: Edward Deci and Richard Ryan - 2008

Autonomy: Autonomy can be defined as one’s need to experience a sense of willingness in

one’s actions89. People have a need to feel that they are the masters of their own destiny and

that they have at least some controls over their lives; most importantly, people have a need to

feel that they are in control of their own behavior90. The level of autonomy an employee has

can also affect his/her performance in the workplace, the autonomy the employee has when

applying the skills learnt during training. It is shown in a study that autonomy supportive

communications yielded positive experiences of competence and autonomy during task

engagement, which in turn predicted intrinsic motivation assessed both behaviorally and

through self-report91. The need for autonomy that the performance of the chosen activity was

self-initiated or self-determined92 is important for employee especially when applying training

skills. By giving the employees autonomy, it means nurturing their inner motivational

resources by respecting their attitudes and suggestions (e.g., adopting the Employees’
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perspective to do an activity) and decision, providing rationales to attribute meaningfulness to

taking decisions by themselves8.

Competence: Competence is another need that concerns employee achievements, knowledge,

and skills. people have a need to build their competence and develop mastery over tasks that

are important to them93. Competence refers to one’s need to experience effectiveness in one’s

interactions with the world93. Competence underlies the seeking out of optimal challenge and

the development of capacities43. Competence support is seen in SDT as supported by

structure—when trainers provide clear expectations of the trainees (e.g., sticking to the rules

they have set in the class), demonstrate consistent contingencies for behavior (e.g., not acting

differently regardless of trainees’ performance on a task), offer efficacy-relevant feedback and

help (e.g., showing different ways for the trainees to solve a problem), and monitor during the

lesson (e.g., checking if trainees are ready before he or she goes on94.

Relatedness: People need to have a sense of belonging and connectedness with others; each of

us needs other people to some degree. 43Relatedness concerns a sense of belonging and

connection93. Relatedness surfaces when trainers take time to express enjoyment in their

interactions with their trainees, showing affection (e.g., demonstrating that he or she cares

about the trainees), displaying attunement (e.g., trainer showing that he or she knows the

trainee well), being dependable (e.g., being there for the trainee when needed), and dedicating

resources (e.g., spending time and talking with the trainees) 43. This also applies in the case of

employer to employee, in a situation where the employer has more knowledge on the task to be

performed by the employee, the employee needs a sense of relatedness with the employer in

order to get the work done well with the help/supervision of the employer.

Individual differences in their performance at workplace result from the varying degrees to

which each need (autonomy, competence and relatedness needs) has been satisfied—or
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thwarted. The two main aspects on which individuals differ include causality orientations and

aspirations or life goals93. SDT begins with an analysis of the determinants of intrinsic

motivation and human tendency towards learning and creativity that support motivation,

performance, and well-being of people in organizations, competition and society. As a matter

of fact, intrinsic motivation exists in the job itself and gives personal satisfaction to individuals,

such as autonomy, recognition, expense preference, trust, and empowerment. Especially,

intrinsic motivation describes the natural inclination towards assimilation, mastery,

spontaneous interest, and exploration that are essential factors to cognitive and social

development for enjoyment and vitality throughout life of people8.

Extrinsic rewards should be considered with caution; too few can lead to a sense that

employees are not appreciated or fairly compensated and recognized, but too many can inhibit

intrinsic motivation. Managers should support their employees’ need for satisfaction, especially

autonomy; this can lead to happier and more competent employees as well as better

organizational outcomes. When managers are themselves high in autonomy, their subordinates

are likely to be high in autonomy as well, leading to better performance and higher

organizational commitment. Good leadership encourages employees to set their own,

autonomously conceived and regulated goals, which are more motivating and more likely to

end in success than goals assigned to them by management42.

Self-determination theory is a theory about motivation and it is often invoked in the

educational or learning area. The distinction between intrinsic motivation and extrinsic

motivation is the core aspect of self-determination theory. For example, if a student studies

because of his/her intellectual curiosity and desire to know the unknown, then he/she is

intrinsically motivated. On the contrary, if a student studies because he/she wants to get, for

example, an external reward, then he/she is considered an extrinsically-motivated student. Even
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though self-determination theory is a prevalent motivational theory, namely in the field of

education, it does not go without some problems and criticisms.

Self-determination model, scale and continuum: we are complex beings who are rarely driven

by only one type of motivation. Different goals, desires, and ideas inform us what we want and

need. Thus, it is useful to think of motivation on a continuum ranging from “non-self-

determined to self-determined.”

Figure 2.2 Self-Determination Continuum

Source: Ryan R.M and Deci E.L - 2000

There is a motivation on the left side of the spectrum in which an individual is completely non-

autonomous, has no drive to speak of, and is struggling to have any of their needs met; in the

middle there several levels of extrinsic motivation; one step to the right, there is a motivation

with external regulation in which motivation is exclusively external and regulated by

compliance, conformity and external rewards and punishments; introjected regulation is
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another level of extrinsic motivation in which the motivation is somewhat external and is

driven by self-control, efforts to protect the ego, and internal rewards and punishments;

in identified regulation, the motivation is somewhat internal and based on conscious values and

that which is personally important to the individual; the final step of extrinsic motivation

is integrated regulation, in which intrinsic sources and the desire to be self-aware are guiding

an individual’s behavior. The right end of the continuum shows an individual entirely

motivated by intrinsic sources. In intrinsic regulation, the individual is self-motivated and self-

determined, and driven by interest, enjoyment, and the satisfaction inherent in the behavior or

activity he or she is engaging in43.

People who feel that they are able to have a positive effect at work tend to feel more engaged

and motivated. How else can employers build self-determination in their workers?

Management equipped employees with the relevant training needed, this will boost their

confidence and enable them to perform effectively and efficiently. Managers and leaders can

foster this sense of self-determination by allowing team members to take an active role. Offer

employees responsibilities, provide meaningful feedback, and offer support and

encouragement. Employers should be careful not to overuse extrinsic rewards. Too many

rewards can undercut intrinsic motivation (a phenomenon known as the over justification

effect), yet too few can cause employees to feel unappreciated. Accordingly, it seems that it

makes more sense to speak about predominantly intrinsic or extrinsic motivated individuals

than intrinsic vs. extrinsic motivated individuals. Another spontaneous critic of Self-

determination theory is that SDT clearly lacks a developmental focus in that it does not look at

the above-mentioned distinction in developmental terms. Those who are acquainted with the

developmental literature know quite well that the more a child is young the more he/she is

focused on external outcomes, not on internal motives. Thus, it is likely that intrinsic

https://positivepsychology.com/self-awareness-matters-how-you-can-be-more-self-aware/
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motivation increases with increasing age. To think of an intrinsically motivated baby seems to

deify our imagination95.

It makes sense to distinguish between extrinsic and intrinsic motivation. This distinction,

however, is not to be seen as an "either-or" distinction. Suffice it to say that an individual can

be intrinsically motivated in a certain domain of knowledge, psychology, for example, and

extrinsically motivated in another domain of knowledge, mathematics, for instance. Thus, the

same individual can be at the same time intrinsically and extrinsically motivated80. This is one

of the critics to SDT, and this study support this particular critic. Extrinsic and intrinsic

motivation should not be seen as a one-way-traffic, i.e. a student or trainee should not be seen

as entirely extrinsic or entirely intrinsic in the area of motivation, rather, more extrinsic or

more intrinsic as a student can be extrinsically and intrinsically motivated at the same time,

depending on the factors that contribute to the employee’s motivation. Self-determination can

play an important role in how people function in many different areas of their lives. Feeling in

control and intrinsically motivated can help people feel more committed, passionate, interested,

and satisfied with the things that they do.

Self-determination theory has detailed the processes through which extrinsic motivation can

become autonomous, and research suggests that intrinsic motivation (based in interest) and

autonomous extrinsic motivation (based in importance) are both related to performance,

satisfaction, trust, and well-being in the workplace. Self-determination theory with respect to

extrinsic motivation, provides a fuller and more useful approach to understanding the

motivational bases for effective organizational behavior that enhanced employee performance.

2.2.2 Human Capital Theory (HCT)
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Human capital theory originated in the mid-20th century work of Mincer, Schultz, and Becker.

These authors proposed a remarkably simple explanation of personal income. The idea is that

individuals can gain skills (human capital) that will make them more productive. This

enhanced productivity then leads to greater income. The main accomplishment of human

capital theory was to make this vision consistent with the rest of neoclassical theory93. Human

capital theory is of the view that education is an investment in man and its consequences are in

form of capital. Human capital is defined as “productive wealth embodied in labor, skills and

knowledge” and it refers to any stock of knowledge or the innate/acquired characteristics a

person has that contributes to his or her economic productivity. In essence, HCT suggests that

education increases the productivity and earnings of individuals; therefore, education is an

investment. In fact, this investment is not only crucial for individuals but it is also the key to

the economic growth of a country. As Alfred Marshall put it, “The most valuable of all capital

is that invested in human beings”

Schultz’s metaphor of human capital was quickly embraced by economists, and those outside

the profession also perceived it as new way of thinking about education being advocated by a

social science that had previously given little systematic attention to the phenomenon43.

Human capital was introduced in the 1950s and its analytical framework was developed mostly

by academicians at Chicago School of Economics such as Theodore Schultz and Gary Becker.

At that time, the term human capital was severely criticized by some liberal academicians due

to its negative connotations with slavery. In fact, even before the 20th century, the liberal

philosopher J. S Mill (1806–1873) criticized it and noted that “the human being himself. I do

not class as wealth. He is the purpose for which wealth exists.” The human capital theorist

Schultz referred to these liberals as sentimentalists: those who argued that treating human

beings as if they were a commodity or machinery could lead to the justification for slavery.



53

Human capital theorists claim that education enhances a person’s skills and it leads to a higher

productivity level in the workplace, which in turn will bring a higher wage to the person. The

signaling theory, coined by Spence in 1973, provided another explanation for this higher wage.

The theory suggests that the education levels of individuals indicate their certain innate

characters such as their propensity to be intelligent, their dedication, time management skills,

and ability to follow instructions. Signaling theorists argue that what the school does is to

classify students according to their intelligence and commitment through the processes of

admission requirements and grading. By doing that, it establishes a supposed hierarchy of

students based on their academic successes, by which the potential productivity level of an

individual, more or less, can be predicted. In practice, it enables employers to sort out and

reassess job applicants once more before their recruitments. In this assessment and selection

process, the applicants signal their desirable, but unobservable skills via their academic

credentials whereas the firms screen and identify them by the help of the same academic

credentials. Therefore, the firms require a minimum level of schooling from the applicants to

screen them out. In this connection, signaling theorists emphasize two points. The first is that

schooling may reflect higher productivity without causing it, because education is not the

source but the signal of higher productivity of educated people since schools identify the able

and committed individuals and eliminates the less able ones in the process. The second is that

due to imperfect information in the labor market, the education level of a person is simply

taken as a proof of his or her higher ability to produce whereas in fact there is not necessarily a

correlation between education and productivity. It follows the conclusion that education may

increase a person’s wage without increasing his or her productivity per se.

Another tenet of HCT is related to the impact of education on national economic growth. To

the theory, education will not only increase the wages of educated employees but also it will

generate higher productivity, lower unemployment, and greater social mobility, what are called
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positive externalities: the impact of education on aggregate output is greater than the

aggregation of the individual impacts. In other words, the average incomes of educated persons

will rise, however, if there are positive externalities to education, national average incomes

should rise even more than the sum of individual incomes. Human capital theory stresses the

significance of education and training as the key to participation in the new global economy.

Human capital theory emphasizes how education increases the productivity and efficiency of

workers by increasing the level of cognitive stock of economically productive human

capability, which is a product of innate abilities and investment in human beings. The provision

of formal education is seen as a productive investment in human capital, which the proponents

of the theory have considered as equally or even more equally worthwhile than that of physical

capital.

However, contrary to this assumption, it is well documented that education can increase private

returns but not social returns. Therefore, the impacts of education may differ at the individual

level and the national level, what is called the micro–macro paradox. There is no shortage of

examples for this paradox. In that regard, no strong evidence for the claim that investing in

human capital necessarily produces economic growth. Based on the significance of education,

the concept of human capital has been brought to the forefront of many discourses in the field

of economic growth and development. Studies have shown that improvements in education

accelerate productivity and contribute to the development of technology, thus improving

human capital. There are several ways of modeling how the huge expansion of education

accelerated economic growth and development. The first is to view education as an investment

in human capital. A different view of the role of education in the economic success is that

education has positive externalities; educate part of the community and the whole of it benefits.

The idea that education generates positive externalities is by no means new. Many of the

classical economists argued strongly for governments active support of education on the
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grounds of the positive externalities that society would gain from a more educated labour force

and populace. In order to enhance human development in the general society, it is necessary to

apply the theory of human capital to educational systems. By such means, productivity is

enhanced and sustained based on an increased and diversified labor force.

Direct economic returns to investment, in terms of the balance between the opportunity costs of

resources and the expected future benefits; Indirect economic returns, in terms of external

benefits affecting other members of society; The private demand for education and other

factors determining individual demand for education; The geographical and social distribution

of educational opportunities; The distribution of financial benefits and burdens of education.

Education plays a great and significant role in the economy of a nation; thus, educational

expenditures are found to constitute a form of investment. This augments individual’s human

capital and leads to greater output for society and enhanced earnings for the individual worker.

It increases their chances of employment in the labor market, and allows them to reap

pecuniary and non-pecuniary returns and gives them opportunities for job mobility. Education

is a source of economic growth and development only if it is anti-traditional to the extent that it

liberates, stimulates, and informs the individual and teaches him how and why to make

demands93.

One of the critics of this theory argues that “human capital theory lacks realism in at least four

areas. First, human capital theory uses a closed analytical system and independent variables but

neither external effects nor co-dependence can be eliminated from the problems it addresses.

Second, a linear theory is applied to material that is non-homogeneous in space and time. Third,

human capital theory unifies two heterogeneous domains, education and work, as if they are a

single domain. Fourth, it eliminates other possible explanations of education/work relations, of

which there are many.” It has been proven that the human capital theory and educational
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systems work beautifully for the development of individuals and nations, especially developing

nations. However, there are implications involved, especially in relation to the differences in

policies and expenditures in education. The human capital theory emphasizes the need for

policy makers to allocate significant resources to the expansion of educational systems. While

some governments may be reluctant to invest in education, the positive returns from this

investment will significantly outweigh the costs. Many of the developing nations have thus

realized that the principal mechanism for developing human knowledge is the education system.

Thus, they invest huge sums of money on education, not only as an attempt to impact

knowledge and skills to individuals, but also to impart values, ideas, attitudes and aspirations

which may be in the nation’s best developmental interest.

This study supports this theory (HCT), in that training are part of ways human development

can be achieved. It goes against the position of the critics of this theory, Spence (Signaling

theory) and the view of the liberal academicians that HCT has negative connotations with

slavery. During training which is a learning process, constant practice in the operation of

relevant machines and equipment will be of good use to competency and mastering of the

whole process thereby increasing a sharp and faster skill which will in turn increase the

employee performance in his/her workplace. Schultz’s redefinition of education as investment

in human capital, and his hypotheses about the relationship between human capital

accumulation and aggregate growth, formed the basis for arguments that the training of

employee in an organization will influence their work performance.

2.2.3 Dynamic Theory of Organizational Knowledge Creation
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This study adopts the dynamic theory of organizational knowledge creation to validate the

effect of sources of knowledge acquisition on job performance focusing on administrative staff

state-owned Polytechnics, Oyo State, Nigeria. The dynamic theory of organizational

knowledge creation offered precise implications for this study. Nonaka’s theory of knowledge

creation says little about the discovery of knowledge that is new to the world, rather its focus is

on the processes through which knowledge develops and expands within organizations. Prior to

1994, a great deal had been written about knowledge creation by firms, however, for the most

part it emphasized two processes: first, discovery through search, as in the case of scientific

discovery, technological research and market research second, learning – especially learning

by-doing. Nonaka’s ‘knowledge spiral’ comprises a number of organizationally-embedded

processes through which knowledge is shared, transformed, integrated, reinterpreted and

activated96. The central idea of the dynamic theory of organizational knowledge creation,

discuss two fundamental elements of organizational knowledge creation theory: epistemology

and knowledge conversion97. Discussing the nature of information and knowledge and then

draw a distinction between "tacit" and "explicit" knowledge. This distinction represents what

could be described as the epistemological dimension to organizational knowledge creation.

A "spiral" model of knowledge creation is proposed which shows the relationship between the

epistemological and ontological dimensions of knowledge creation. This spiral illustrates the

creation of a new concept in terms of a continual dialogue between tacit and explicit

knowledge. Knowledge is a multifaceted concept with multilayered meanings. Although the

terms "information" and "knowledge" are often used interchangeably, there is a clear

distinction between information and knowledge. Information is a flow of messages or

meanings which might add to, restructure or change knowledge. In short, information is a flow

of messages, while knowledge is created and organized by the very flow of information,

anchored on the commitment and beliefs of its holder.



58

One dimension of this knowledge creation process can be drawn from a distinction between

two types of knowledge-"tacit knowledge" and explicit knowledge. "Explicit" or codified

knowledge refers to knowledge that is transmittable in formal, systematic language. On the

other hand, "tacit" knowledge has a personal quality, which makes it hard to formalize and

communicate. The Ontological Dimension: The Level of Social Interaction. At a fundamental

level, knowledge is created by individuals. An organization cannot create knowledge without

individuals. Organizational knowledge creation, therefore, should be understood in terms of a

process that "organizationally" amplifies the knowledge created by individuals, and crystallizes

it as a part of the knowledge network of organization.

The prime movers in the process of organizational knowledge creation are the individual

members of an organization. Individuals are continuously committed to recreating the world in

accordance with their own perspectives. Commitment underlies human knowledge creating

activities. Thus, commitment is one of the most important components for promoting the

formation of new knowledge within an organization. There are three basic factors that induce

individual commitment in an organizational setting: "intention," and "autonomy," and a certain

level of environmental "fluctuation." Intention is concerned with how individuals form their

approach to the world and try to make sense of their environment98. Evolutionary theory argued,

that evolution involves the process of acquiring environmental information for better

adaptation. The theory insisted that the degree of meaningfulness of information, or a value

parameter, needs to be introduced to explain this system99. Intention becomes apparent against

this background. Without intention, it would be impossible to judge the value of the

information or knowledge perceived or created. The intentionality of the mind not only creates

the possibility of meaning, but also limits its form98.
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The principle of autonomy can be applied at the individual, group, and organizational levels -

either separately or all together. However, the individual is a convenient starting point for

analysis. Individuals within the organization may have different intentions. Every individual

has his or her own personality. In a system where the autonomy of individuals is assured, or

where only "minimum critical specification" is intended, it is possible to establish a basis for

self-organization. Autonomy gives individuals freedom to absorb knowledge. Even though

intention is internal to the individual, knowledge creation at the individual level involves

continuous interaction with the external world. Individuals recreate their own systems of

knowledge to take account of ambiguity, redundancy, noise, or randomness generated from the

organization and its environment. These fluctuations differ from complete disorder and are

characterized by "order without recursiveness"-which represents an order where the pattern is

hard to predict in the beginning. Breakdown refers to the interruption of an individual's

habitual, comfortable 'state-of-being.' When breakdowns occur, individuals question the value

of habits and routine tools, which might lead to a realignment of commitments. Environmental

fluctuation often triggers this breakdown.

Epistemological and ontological dimensions of knowledge creation can form a "spiral" model

for the processes involved. This involves identifying four different patterns of interaction

between tacit and explicit knowledge. These patterns represent ways in which existing

knowledge can be "converted" into new knowledge. Social interaction between individuals

then provides an ontological dimension to the expansion of knowledge. Four modes of

knowledge conversion. The assumption that knowledge is created through conversion between

tacit and explicit knowledge allows postulate four different "modes" of knowledge conversion:

(1) from tacit knowledge to tacit knowledge, (2) from explicit knowledge to explicit knowledge,

(3) from tacit knowledge to explicit knowledge, and (4) from explicit knowledge to tacit

knowledge. First, there is a mode of knowledge conversion that enables us to convert tacit
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knowledge through interaction between individuals. One important point to note here is that an

individual can acquire tacit knowledge without language. The key to acquiring tacit knowledge

is experience. This process of creating tacit knowledge through shared experience will be

called "socialization". The second mode of knowledge conversion involves the use of social

processes to combine different bodies of explicit knowledge held by individuals. Individuals

exchange and combine knowledge through such exchange mechanisms as meetings and

telephone conversations. The reconfiguring of existing information through the sorting, adding,

recategorizing, and recontextualizing of explicit knowledge can lead to new knowledge. This

process of creating explicit knowledge from explicit knowledge is referred to as "combination".

The third and fourth modes of knowledge conversion relate to patterns of conversion involving

both tacit and explicit knowledge. These conversion modes capture the idea that tacit and

explicit knowledge are complementary and can expand over time through a process of mutual

interaction. This interaction involves two different operations. One is the conversion of tacit

knowledge into explicit knowledge, which will be called "externalization". The other is the

conversion of explicit knowledge into tacit knowledge, which bears some similarity to the

traditional notion of "learning" and will be referred to here as "internalization". Three of the

four types of knowledge conversion socialization, combination, and internalization, have

partial analogs with aspects of organizational theory. Organizational knowledge creation, as

distinct from individual knowledge creation, takes place when all four modes of knowledge

creation are "organizationally" managed to form a continual cycle98.
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Figure 2.3 Modes of Knowledge Creation

Source: Ikujiro Nonaka 1994

While each of the four modes of knowledge conversion can create new knowledge

independently, the central theme of the model of organizational knowledge creation proposed

here hinges on a dynamic interaction between the different modes of knowledge conversion.

Organizational knowledge creation, as distinct from individual knowledge creation, takes place

when all four modes of knowledge creation are "organizationally" managed to form a continual

cycle. First, the socialization mode usually starts with the building of a "team" or "field" of

interaction. Second, the externalization mode is triggered by successive rounds of meaningful

"dialogue"98.
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Figure 2.4: Spiral of Organizational Knowledge Creation

Source: Ikujiro Nonaka 1994

The quality of that tacit knowledge is influenced by two important factors. One factor is the

"variety" of an individual's experience. If this experience is limited to routine operations, the

amount of tacit knowledge obtained from monotonous and repetitive tasks will tend to decrease

over time. What matters is "high quality" experience which might, on occasion, involve the

complete redefinition of the nature of a "job". A second factor that determines the quality of

tacit knowledge is "knowledge of experience." The essence of "knowledge of experience" is an

embodiment of knowledge through a deep personal commitment into bodily experience. While

the concepts of "high-quality experience" and "knowledge of experience" may be used to raise

the quality of tacit knowledge, they have to be counterbalanced by a further approach to

knowledge creation that raises the quality of explicit knowledge.
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Sharing experience, in order for the self-organizing team to start the process of concept

creation, it first needs to build mutual trust among members. Mutual trust is an indispensable

base for facilitating this type of constructive "collaboration". A key way to build mutual trust is

to share one's original experience-the fundamental source of tacit knowledge. Direct

understanding of other individuals relies on shared experience that enables team members to

"indwell" into others and to grasp their world from "inside". Shared experience also facilitates

the creation of 'common perspectives" which can be shared by team members as a part of their

respective bodies of tacit knowledge. The dominant mode of knowledge conversion involved

here is socialization. Once mutual trust and a common implicit perspective have been formed

through shared experience, the team needs to articulate the perspective through continuous

dialogues. The dominant mode of knowledge conversion here is externalization. Dialogue, in

the form of face-to-face communication between persons, is a process in which one builds

concepts in cooperation with others. It also provides the opportunity for one's hypothesis or

assumption to be tested. As points out, dialogue involves "perspective-setting, perspective-

taking, and multiperspectivity of cognition.

The knowledge created in an interactive field by members of a self-organizing team has to be

crystallized into some concrete "form" such as a product or a system. The central mode of

knowledge conversion at this stage is internalization. Crystallization may then be seen as the

process through which various departments within the organization test the reality and

applicability of the concept created by the self-organizing team. The process of crystallization

is a social process which occurs at a collective level. As knowledge is conventionally defined

as "justified true belief," this convergence needs to be based on the "justification" or

truthfulness of concepts. Justification is the process of final convergence and screening, which

determines the extent to which the knowledge created within the organization is truly

worthwhile for the organization and society. In this sense, justification determines the "quality"
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of the created knowledge and involves criteria or "standards" for judging truthfulness. During

this stage of organizational knowledge creation, the concept that has been created, crystallized

and justified in the organization is integrated into the organizational knowledge-base which

comprises a whole network of organizational knowledge. The organizational knowledge base is

then reorganized through a mutually-inducing process of interaction between the established

organizational vision and the newly-created concept. It should be noted that the process of

organizational knowledge creation is a never-ending, circular process that is not confined to the

organization but includes many interfaces with the environment.

Figure 2.5: Organizational Knowledge Creation Process

Source: Ikujiro Nonaka 1994

Organizations play a critical role in mobilizing tacit knowledge held by individuals and provide

the forum for a "spiral of knowledge" creation through socialization, combination,

externalization and internalization. All of these conversion modes interact in a dynamic and

continuous "entanglement" to drive the knowledge creation process. By concentrating on the
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concept of organizational knowledge creation, it has been possible to develop a perspective

which goes beyond straightforward notions of "organizational learning". Learning can be

related to "internalization" which is but one of the four modes of conversion required to create

new organizational knowledge. Learning has rather limited, static connotations whereas

organizational knowledge creation is a more wide-ranging and dynamic concept.

In this regard, the dynamic theory of organizational knowledge creation was able to provide a

theoretical explanation for the interaction between sources of knowledge acquisition,

organisational training, and job performance and the hypotheses formulated. On the strength of

the foregoing, the study argues that considering sources of knowledge acquisition is a

capability that can be consistently reconfigured to meet environmental dynamics, a firm that

displays this competency would achieve superior performance. More so, the interactionist

perspective of fit-as-mediator suggests that when the indirect effect between two variables is

explained by a third, then a mediation effect is achieved.

2.3 Review of Empirical Studies

2.3.1 Organizational Training and Job Performance

The review of empirical studies gives factual analysis of past related studies conducted by

researchers.

A study conducted on the Impact of Training on Employee Performance in a Selected Apparel

Sector Organization in Sri Lanka with a sample size of 60 machine operators101. The method of

data collection was survey, and the respective findings were discussed based on the data

collected at that point of time. Statistical Package for the Social Sciences (SPSS) version 22

was used for the data analysis in arriving at the results and the interpretations. The results of

empirical study discovered that training has a positive impact on performance of operational
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level employees at the selected apparel organization. The result of regression analysis indicates

that there is a significant positive impact of training content and operational factors on

employee performance. Upgrading the training content and identifying the training

requirements specifically with a proper training duration are some of the recommendations that

the researchers are suggesting improving employee performance. This study is related to the

present work as they both study training and employee performance. They differ in that as the

present work studied administrative staff in State-owned polytechnic, while the study

conducted above looked at machine operators apparel sector organization.

Impact of Training and Development on the Performance of Employees - A Comparative

Study on Select Banks in Sultanate of Oman is another related study conducted using 75

respondent of bank employees at different managerial cadre from four commercial banks

involving both public and private sector organizations. The public sector banks include

National Bank of Oman (NBO) and Oman Arab Bank and the private sector banks include

Bank Muscat and HSBC Bank. The primary data was collected through questionnaire method

and statistical tools like Pearson Correlation, ANOVA and Regression Analysis were used to

test the proposed alternate hypothesis. Findings in the research study indicate that there exists

a strong correlation between Training and Development practices and Employee Performance

in the select banking organizations. This infers that there exists a positive relationship in

between Training and Development practices and Employee Performance. Organizations

which invest in their employee skills by way of Training and Development activities will

certainly reap the profits through employee productivity. The link between the study and the

present work is that they both study training and performance of employees though using

another area of scope102.



67

Furthermore, reviewing research on the Impact of Employee Training on Organizational

Performance103. A Study of Selected Insurance Firms in Abuja-Nigeria. Questionnaire was

administered to population sample of one hundred and twenty (120) employees. Hypothesis

formulated for the study were analyzed using test statistical technique to determine the

relationship that exist between employee training and organizational performance are aware of

and are involved in the training programmes, some employees think otherwise. It was clear that

training programmes in the insurance industry focuses on employees’ career and job. Most of

the employees indicated that training programmes in the insurance industry are not frequent.

Thus, for training programmes to strongly impact on organizational performance therefore

training must be frequently and strategically organized. It was also observed that there is a

considerable effect of employee training on organizational performance due to increase on

productivities, job effectiveness and innovation. The direct correlation was reported between

training and improvement in organizational performance indicators such as sales, market share,

numbers of customers, customer services and new ideas on how to manage issues and claims.

The study reveals that employee training leads to an increase in employee job effectiveness

which means job accuracy, good work, safety practices and quality customer services. This

finding is in agreement with the finding that training has a big influence on performance with

attitude, job satisfaction and service delivery. This study is related to the present work, they

studied training and performance and also agreed that training has a positive influence on

employee performance in other to improve employee responsiveness, service quality and

productivity.

In another similar study, the influence of training and development, employee performance on

job satisfaction among the staff of School of Technology Management and Logistics (STML)

was explored2. The purpose of this research paper is to identify the influence of training &

development program and employee performance on job satisfaction among university
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academic and administrative staff in STML. The quantitative analysis method of a primary

source was utilized to collect the data from eighty-one (81) staff respondents. Responses

retrieved were 81. 73 responses were accepted and used for data analysis. The context of this

study is in Universiti Utara Malaysia, Sintok, Kedah (UUM) in the northern region of Malaysia.

Seven Likert scales were used to measure the degree of training & development and employee

performance on job satisfaction. (SPSS) 20.0 was utilized to analyze the collected data. The

result found that training & development and employee performance positively influence on

job satisfaction, and there is a significant relationship between training and development,

employee performance, and job satisfaction. It also established that training and development

and employee performance is an efficient and supportive strategic to organization and

employee success. This paper presents significant theoretical contribution for academic

knowledge purpose and managerial contributions for practitioners.

In another similar study conducted to assess the computer skills needed by secretaries in

colleges of education in north west Nigeria for effective work performance104. The study

adopted the descriptive survey design. Six research questions were raised to guide the study

and two null hypotheses was tested at 0.05 level of significance. The entire population of 252

supervisors of secretaries in colleges of education in North west Nigeria was used for the study.

The findings of the study revealed that secretaries in colleges of education in Nigeria required

requisite computer skills for effective work performance. Conclusions were drawn and it was

recommended amongst others, that secretaries in colleges of education should attend periodic

training and retraining programmes on professional competencies in order to have current

knowledge and competencies to utilize and manage new office technologies in their work

places.
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In a study conducted with the aim to find out the effect of motivation on employee

performance of National Bank of Kenya105. In respect to this, the key factor influencing

motivation specifically training, reward systems; performance appraisals and work-life balance

were analyzed. The target population comprised of the management officials and subordinate

officials totaling to 124. Stratified random sampling was adopted to select a sample size of 95

respondents. Questionnaires were used as the main data collection instrument with which were

personally administered by the researcher. Data analysis was done using descriptive and

inferential statistics aided with SPSS Version 21. Descriptive statistics, involved mean,

standard deviation, frequency distribution and percentages while for inferential statistics

involved bivariate correlation and Multi regression analysis. The study findings would assist

human resource managers, employees of NBK, scholars, policy makers and other relevant

decision makers to establish mechanisms of how to deal with the motivation of employees to

improve performance and its effects. The study adopted descriptive design. The study found

out that motivation had a statistically significant influence on employee performance at the

National Bank of Kenya.

In another study conducted with the aim to examine the effects of training and job promotion

on work motivation and their implications on employee job performance106. The study is

accomplished in the Environment of the South Lampung Regency National Education Office

on 215 respondents. The research design uses a quantitative survey method and data analysis is

based on the structural equation model (SEM) with Amos 24. The results of the study show

that (a) training and promotion had a positive and significant effect on work motivation, (b)

training, promotion and work motivation had a positive and significant effect on job

performance but (c) work motivation did not play any significant role in mediating the effect of

training and job promotion for job performance. While job promotion had a more dominant

direct effect than training in improving employee job performance, efforts to improve
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employee job performance will be more productive by providing job promotions to employees.

Another effort is to provide opportunities for employees to attend training regularly. With job

promotion and training, work motivation will increase, and the impact is that employee job

performance will increase.

Effects of Training on Employee Performance - A Study on Banking Sector, Tangail

Bangladesh was researched in which Training (employee engagement, motivation and job

satisfaction) considered as independent variable whereas dependent variable ‘Employee

Performance’107. Data for the paper have been collected through primary source that are from

questionnaires surveys. The statistical sample of this study at Banking Sector which covers 150

employees of 14 banks located on Tangail District. A survey of 150 employees via self-

administrated questionnaire with the help of stratified sampling technique is conducted with the

response rate of almost 75%. The data have been checked through statistical software SPSS 20

to perform Descriptive analysis, T-test, Correlation, and Regression analysis. Four Hypotheses

are developed to see the effects of all the independent variables on the overall Employee

Performance. The findings were presented using tables and figures. On the role of training the

study showed that general training enhances employee engagement, employee motivation and

job satisfaction. The Hypotheses showed that all these had significant effects on Employee

Performance. That means, this research found that strong relationship exists between employee

training and employees’ performance. The results reveal that the more the employee gets

training, the more efficient their level of performance would be.

The Impact of Training and Development on Employees Performance and Productivity "A case

Study of Jordanian Private Sector transportation companies located in the Southern region of

Jordan. A particular reference is made to the Govern ate of Maan”. A quantitative approach is

used Relevant data was collected through structured questionnaire. Subjects for the study
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consisted of 254 employees which constituted 60% of the total target population of four

hundred and twenty (420) people. 254 structured questionnaires were distributed to employees

on job location, 212 questionnaires were returned and only 188 were suitable for statistical

analysis. SPSS version 16 has been used to for data analysis. Both descriptive and inferential

statistics were used for data analysis. For this purpose, frequency tables, percentages, means

and standard deviations were computed and substantively interpreted. Inferential statistics like

Pearson product moment correlation coefficient (r) and linear regression were used to

determine if there is a significant positive relationship existed between the independent

variables (training and development) and dependent variables (performance and productivity).

The findings indicated that training and development were positively correlated and claimed

statistically significant relationship with employee performance and productivity. Analysis and

interpretations were made at 0.05 level of significance. The study concluded that training and

development have important impact on employee performance and productivity. The research

was conducted by108.

In the same vein, a study examined the effectiveness of the training programs on employee’s

performance: An empirical study at private sector companies in Saudi Arabia. The researcher

designed and distributed 250 questionnaire forms where he retrieved 230 forms and excluded

30 forms due to the lack of information which means overall sample is 200. The result

indicated that all the variables are positively correlated to each other also the total average

value for domain reality of training was 3.47 which fall in the range of Likert scale between

(3.41- 4.20), which also reflect the respondents agree with private sector companies provide

effective training programs matching up with their expectations however there are some

respondents disagreed about the comprehensiveness of training material and trainer motivate

their trainees. The total average value for domain role of training programs for improving the

employee’s performance was 3.37 which fall in the range of Likert scale between (2.61- 3.40),
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which also reflect the respondents were neutral about the role of training programs for

improving the employee’s performance at private sector companies in KSA however some

respondents agreed about the training programs improve their skills and knowledge and assist

them to solve their problems. The Chi square calculation for the reality of training was (167.2)

at the level of significance (0.00) less than (0.05) which reflects a significant difference in the

respondent's point of view about the reality of training at private sector at KSA also Chi-Square

result for employee’s performance was (9.88) at the level of significance (0.00) less than (0.05)

which reflect a significant differences in the respondent's point of view about the reality of

performance at Saudi Arabia's private sector. Pearson correlation coefficient value was (0.819),

which indicate a positive significant relationship between the training programs and

employee’s performance in private sector companies at KSA. Training is very important for

employee’s performance in acquiring competencies and help organization to retain its

employees through satisfaction and motivation. Globally day by day the world is modernizing

and moving rapidly which is creating many challenges for the organizations. Training can

overcome and make an employee’s capabilities more efficient which also contributes in the

efficiency of the company109.

A study investigated the effect of training and development on employee performance in a

private tertiary institution in Ghana” (Case Study: Pentecost University College (Puc) - Ghana).

The study used the simple random sampling technique to select staff from all levels of

management. A high response rate of ninety-six percent was obtained using the personal

method of data collection, based on which the analysis was made using the frequency tables

and charts. The study found out that employees are aware of the purpose of training in the

organisation, the training objectives are clear to them before the training as well as the

selection criteria. The study also found out that employees are motivated through training; and
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training and development results into higher performance. The study recommended that

training and development of all staff should be vigorously pursued and made compulsory110.

Another study highlighted the systematic approach to training and employee performance of

Murang’a county government, Kenya111. The County government of Murang’a is one such

organization that has been practicing training since its beginning and particularly for the past

five years. The study used a descriptive research design. The population of study was all

county government employees Murang’a County’s 7 Sub counties. The sample was developed

using stratified random sampling technique, the sample size was 10% of the total population.

The primary data was collected by use of self-administered semi-structured questionnaire.

Validity of the questionnaires was ensured through face content and construct validity while

reliability was confirmed using the Cronbach’s alpha with a threshold of 0.7. Data analysis was

done by use of both descriptive and inferential statistics. Descriptive analysis was done using

mean scores and standard deviation and inferential statistics was measured using multiple

regression with 0.5% level of significance using SPSS version 21 software. Data was presented

using tables, charts and graphs. The study established that systematic approach training had a

positive and significant effect on the performance of employees in the County Government of

Murang’a. It was concluded that the county government to a moderate extent employed

training needs analysis as a systematic approach training to improve the capacity of new and

existing employees in their operations. The study concludes that the county government to a

significant extent has enhanced training design development, customization, facilitation and

policy reinforcement. The study concluded that the county had training policies in place but

their implementation, monitoring and feedback were below expectations and evaluated its

training programs however not continuously and was mainly reactionary instead of being a

learning one to enable draw feedback and come up with areas of improvement.
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Furthermore, in a related study that examined effect of training on the performance of

university administrative staff in Nigeria using survey design and purposive sampling

technique to collect data from 68 respondents with the help of a 17-item structured

questionnaire. The respondents consisted of the administrative staff of FUTA. Data for this

study were analyzed using descriptive statistics such as percentage, mean score, standard

deviation, mean ranking, and chi-square was used to test the hypothesis posed for the research

at 5% significant level. Reliability test was carried out with Cronbach Alpha, while the

validation of the research instrument was carried out by a senior lecturer in the Department of

Business Administration, FUTA. The study revealed that training (On the Job and Off the Job)

had a significant effect on the respondents’ performance; however, management did not release

enough funds towards adequate training of the administrative staff. The paper, therefore,

recommended more investment in training the staff in current skills and methods in order to

cope with frequent changes in this contemporary world112. These findings are in line with those

of 113 who stated that training is mainly imparted in two ways: on the job training which is

made available to employees within their daily working environment and off the job training

method which is made available to employees outside their working environment, for example,

conferences, seminars, workshops, among others. However, the findings do not agree with that

of105, who maintained that classroom-based training or off-the-job training is decreasing as

technology and other methods of training including on-the-job instruction, problem-based

learning, mentorship, action learning, fieldwork visits and job rotation have become more

predominant.

In a study investigating assessment of the impact of systematic training and development on

the performance of staff in Niger State polytechnic, Zungeru114. The study employed a survey

research design method. The population included all the academic staff of the Polytechnic of

both Zungeru and Bida Campuses, which stood at two hundred and ninety-three (293) Staff.



75

Krejcie and Morgan table was used to determine the sample size and arrived at (169). Multi

stage sampling technique was used for the study and Stratified sampling technique was used in

selecting the respondents of a questionnaire and an interview. The data were generated from

both primary and secondary sources. The study used both descriptive and inferential statistics

in describing and analyzing data, Regression analysis was also used as the tool of analysis. The

study reveals that TETFUND intervention was not provided adequately and recommended that

Government should provide adequate intervention fund to enable the academic staff to attend

training programmes both locally and internationally.

2.3.2 Sources of Knowledge Acquisition and Job Performance

In an attempt to substantiate the interaction between external knowledge acquisition, internal

knowledge transfer, and innovation performance, a scholar demonstrated that the alignment of

internal knowledge transfer and external knowledge acquisition enhance organizational

performance in innovation115. Besides, another scholar emphasized that the contribution of

knowledge alignment to the innovation process depends to a large extent on a work

environment that allows employees to share and assess knowledge through a formal

coordination and communication system within the organization116. In a related study on the

relevance of sources of knowledge acquisition to product innovation performance, it was

suggested that organization with strong organizational awareness enables knowledge

acquisition capability to interact with supply capability to significantly influence

performance117. By this study, the researcher responded to the call for publication on ‘‘the

exploration of mechanisms that facilitate the transformation of knowledge from outside a firm

into internal-firm innovation performance’’. Although similarities were shared with another

scholar concerning knowledge acquisition and innovation performance, the moderating

variables examined in both studies differ118. While internal knowledge transfer was considered,
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organizational awareness was examined, supply chain network-oriented flexibility.

Nevertheless, both studies upheld the underlining significance of knowledge acquisition to

organizational performance. In a similar study, a scholar was interested in providing an

empirical response to the question: ‘‘when does knowledge acquisition in R&D alliances

increase new product development?’’119. The study established that where a firm acquires

higher technical knowledge via strategic alliance in research and development, such a firm is

highly likely to achieve better new product development performance. Further analysis showed

that knowledge acquisition had significant contributions to the firms’ new product

development activities in the strategic alliance activities. Another study revealed that the

combined interaction of internal knowledge creation capability and absorptive capability

explained a positive and significant effect on incremental innovation performance120. However,

this positive significant contribution to innovation performance is preconditioned on

organizations that can fit their internal knowledge base with their external knowledge sources.

Also, a study revealed that inter-organizational knowledge acquisition has a significant positive

impact on firms' radical innovation performance; more so, that absorptive capacity possesses

an indirect effect on the interaction between inter-firm knowledge acquisition and firms' radical

innovation121. The scholars suggested that firms that exhibit ambidextrous search for

knowledge from the external environment stand to achieve higher innovation performance. In

addition, the innovation performance attributable to knowledge search is premised on the firm

innovation activities and the features of the technological routine in operation in the industry

where the firm functions. On what leads to business failures and on how firms can survive its

attendant negative consequences, it was posited that financial crisis usually escalates the

likelihood of business failure. Nevertheless, firms that deploy the capability to cooperate with

vertical business partners (customers and suppliers) and acquire knowledge in the course of the

interaction are highly likely to secure superior performance hence reducing the effect of
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business failure in the context of the manufacturing industry117. By their implication and

capability to acquire knowledge presents firms with a rare opportunity to survival a turbulent

environment bedeviled by the financial crisis.

Assessment of a Nigerian Dental School Implant Training Programme Using Short-and Long-

Term Knowledge Acquisition of Students122. The study used a cross-sectional study of

undergraduate final year students with data collected using a self-administered questionnaire.

The questionnaire elicited information on socio-demographic characteristics of the respondents,

knowledge of dental implants, satisfaction and adequacy of implant education as well as

interest in practicing implant dentistry. On the first day, the participants were given 20 minutes

to complete the questionnaire to assess their baseline knowledge (L0). Then a series of lectures

covering various aspects of implant dentistry was delivered to the participants. At the end of

the lecture series, the participants were administered the same questionnaire (L1) to assess their

knowledge acquisition. Three months later, the participants were administered the same

questionnaire (L2), to assess their knowledge retention. The data so obtained was analysed

using IBM SPSS version 21.0. Chi square test, ANOVA and Student’s T- test were performed.

There was statistically significant difference in mean between L0 (5.53±2.816) and L1

(9.08±2.614) (3.55; p=0.001). There was increased satisfaction with the level of implant

education received, level of interest and preparedness to practice implant dentistry from L0 to

L1 with a decrease at L2. The dental implant programme which consisted of only didactic

lectures is an effective method of knowledge acquisition in implant dentistry but does not

translate to equal knowledge retention. Therefore, more is needed to improve dental implant

training at the undergraduate level.

Knowledge management and knowledge assets have gained much prominence in recent years

and are said to improve organizational performance. Knowledge capture and acquisition
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mechanisms enhance organizational memory and performance. In a study to investigate the

knowledge capture and acquisition mechanisms at Rongo University123 using purposive

sampling to determine interview participants while questionnaire respondents were selected

through stratified random sampling. Qualitative and quantitative data was analyzed using SPSS.

This revealed the various knowledge capture and acquisition mechanisms at Rongo University.

It was also established that the University encountered various challenges in knowledge

capture and acquisition and lacked some essential knowledge capture and acquisition

mechanisms. In this regard, this study proposed knowledge capture and acquisition guidelines

that may be adopted by the University to enhance its organizational memory and performance.

Additionally, an especially critical step of KM is knowledge acquisition and sharing, which

makes up for knowledge gaps to achieve a higher level of organisational performance.

Organisational practice turns to solutions more and more, which acquire the necessary

knowledge with the help of external sources. A possible solution is employing interim

managers, who have gained extensive knowledge by solving the problems of different

organisations. Knowledge Acquisition – Sharing Based on Interim Manager Experiences124, the

method of data collection was structured in-depth interview that was evaluated using the

NVivo program. The result shows that, in most cases, managerial and professional knowledge

is also transferred, and the interim managers are valuable to enterprises for their tacit

knowledge. Knowledge transfer and development result from collaboration, knowledge

generation through shared thinking, and knowledge development through that individual solve

complex problems independently. In every case, a prerequisite of successful knowledge

transfer (and its integration into organisational memory) is the trust developed between the

sponsor and the interim manager.
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Knowledge acquisition capability, strategic response capability, and organizational

performance: a mediation analysis125. The cross-sectional survey is designed with a sample of

343 employees from multiple industries; including banks, insurance, FMCGs, telecoms and

small and medium enterprises in Oyo State, Nigeria. The study examined the effect of

knowledge acquisition capability on organizational performance of firms in multiple industries

in Oyo State, Nigeria, more so, it investigated the indirect effect of strategic response

capability on the interaction between knowledge acquisition capability and organizational

performance. The results show that knowledge acquisition capability has a positive and

significant effect on organizational performance (R2 =0.306, F (1,341) = 150.057, β= 0.489, t=

12.250, p= 0.000),). Further analysis shows that when strategic response capability was

incorporated into the model as a multiple regression analysis, (Adj. R2 = 0.462, F(2,340)

=148.135 p= 0.000) reveals that while the coefficient of strategic response capability had

significant effect (β=0.732, t= 10.092, p= 0.000) on organizational performance, the coefficient

of knowledge acquisition capability became insignificant (β= -0.084, t= -1.262, p= 0.208)

suggesting that a full mediation effect was established. The findings suggest that knowledge

acquisition capability benefit organizational performance through the deployment of strategic

response capability. Therefore, the study recommended that firms should strengthen their

competency to develop innovative means of acquiring knowledge either from within or outside

the organization, more so they should develop highly creative means to respond to both

competitive rivalry and environmental challenges. This is because both capabilities can be

adopted as competitive strategies in responding to changing environment and achieving

significant superior performance.

Indicators system for assessing the organizational knowledge acquisition process was a study

to develop a managerial instrument in order to measure each step of knowledge acquisition

process, the main objective is to elaborate an indicators system with the purpose to assess the
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environmental knowledge acquisition process using sample of 182 respondents126. The main

results of this approach are: development of a methodology in order to elaborate an indicators

system associated to knowledge acquisition process; development of an indicators system in

order to assess the steps which characterizes the environmental knowledge acquisition process.

The results are based on research that addresses knowledge acquisition process within

organization from NE area of Romania.

Furthermore, a conceptual paper knowledge acquisition and firm competitiveness: the role of

complements and knowledge source aims to propose positive and negative firm

competitiveness effects of knowledge acquisition of pertinent, irrelevant and erroneous

knowledge based on its distinctiveness, the source of knowledge and the presence of firm

complements. Aspects of knowledge acquisition from the innovation, knowledge and routines

literatures are integrated to create propositions showing the effects of knowledge acquisition on

firm competitiveness. The propositions emphasize the importance of increased managerial

attention and understanding of potential problems of new knowledge acquisition. Moreover,

managers should pay particular attention to their firm’s existing complements when assessing

knowledge acquisition benefits. The positive value of firm knowledge receives substantially

more research attention than the potential negative effects. The paper identifies the

competitiveness effects of acquiring pertinent, irrelevant or erroneous knowledge. Increased

attention on the interaction of new knowledge and complements illustrates the positive and

negative effects on firms127.

2.4 Conceptual Framework

The need to critically explain the conceptual model adopted for this study cannot be over-

emphasized, as this will ensure a clear and precise reading that will lead to a consequent

understanding of the topic of research under study. Conceptual model is an explanation of the
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interrelationships among the variables or concepts that are used in the study. It is a structure

which the researcher believes can best explain the natural progression of the phenomenon to be

studied. It is linked with the concepts, empirical research and important theories used in

promoting and systemizing the knowledge espoused by the researcher. Conceptual model is a

set of interrelated diagrams that help present a systematic view of phenomena by specifying

relations among independent variables and dependent variable with the purpose of explaining

and predicting the phenomena for decision making117. The conceptual model in a study ensures

that the results of the study are not left hanging as it explain the variables under study.

Conceptual model of a research area is always constructed by the researcher(s), by showing

and linking the independent variables with the dependent variable. The model proposed links

the interactions between the independent and dependent variables of the study.

H01

H02

H03

H04

Job Performance

Organisational Training

ICT Skill Training

Administrative Skill Training

Automated Office Equipment
Handling Skill

Responsiveness (Timeliness)

Work Quality

Sources of Knowledge
Acquisition
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Figure 2.6: Researcher’s Conceptual Framework Showing the Influence of
Organizational Training on Job Performance.

Source: Researcher(s) Conceptual Model, 2021

The above conceptual framework in figure 1 shows the model has three variables: independent

variable as organizational training and dependent variable as job performance and the

moderating variable as sources of knowledge acquisition. The measures of job performance are

responsiveness (timeliness) and work quality. Research identified two measures relevant to this

study namely: timeliness and work quality in which all the two measures were adopted for this

study124 they are responsiveness (timeliness) and work quality. To measure organizational

training, measures were adapted from previous studies128 129 130. The measures are Information

and Communications Technology (ICT) skills training; administrative skills training and

automated office equipment handling skills training. The dependent variable of the study is job

performance with measuring indicators as responsiveness (timeliness) and work quality are

being adopted to test its significance on organizational training. The independent variable is

organizational training with ICT skills, administrative skills and automated office equipment

handling skills as a measuring indicator. Sources of knowledge acquisition is a moderating

variable in this study to moderate the influence of organization training on job performance of

administrative staff in State-owned Polytechnics, Oyo State, Nigeria.

2.5 Summary of Literature Reviewed

As projected in the study, performance was linked to perceived effectiveness, when all factors

necessary for satisfaction are adequately put in place according to the Self Determination

Theory (SDT), effectiveness can be at least 90% accurate and positive. The overall rating of
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job performance is a predictor of the perceived effectiveness under the three subdivided

independent variables - Information and communication technology skills training,

administrative skills training and automated office equipment handling skills training.

Following all this, others related studies conducted in this regard are being analyzed below:

Impact of Training on Employee Performance: A Case Study of Private Organization in Sri

Lanka131 the study found that Skills and perception are highly significant factors which are

having individual positive effect on performance. Training facilitation is also individually

significant and has a positive effect on performance. Training opportunity is individually

insignificant and performance is not influenced by training opportunities individually. Future

studies could investigate follow-up study and look at other factors like motivate, job

satisfaction that can impact employee performance. The Impact of Training on Employee

Performance in a Selected Apparel Sector Organization in Sri Lanka101 results of empirical

study discovered that training has a positive impact on performance of operational level

employees at the selected apparel organization. There is a scope for other researchers to study

the other aspects of trainings and their influence on performance on the same or different

sectors. Further research can also be carried out to identify other factors that may affect the

employee performance which are not studied yet.

Furthermore, Impact of on-the-Job Training on Employee’s Performance (The Case of Wollega

University Main Campus) revealed that trained employees are more willing to continue

working in the same organization after being trained than those who are not yet trained. One

big result is that there is no feedback obtained after training session, training given at wollega

university were not by professional trainers and hence, respondents shown their degree of

reservation on knowledge and experience of trainers132. The impact of off-the-job training on

employee’s performance could be consider in future research. Information Application
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Packages Skills Required by Office Management and Technology Graduates for Improved Job

Performance in Rivers State findings revealed that Publishers and Graphics application skills

are highly needed with positive improvement need index. Internet services application skills of

OMT Graduates for improved job performance133. The two skills needs were statistically

significant at .05 alpha level. For comprehensive report research could be on other polytechnics

in South West.

In addition, Assessment of Skills Possessed by Secretaries for Effective Electronic Records

Management in Polytechnics in North Central, Nigeria134. The findings revealed that proper

electronic records management leads to good management of educational institutions because

activities in polytechnics are based on access to the information contained in records. Hence,

effective electronic records management plays a significant role in polytechnic education in

North-Central, Nigeria. Future studies should consider investigating the same topic in

universities or polytechnics in southwest part of Nigeria. Findings from Ergonomic

Environment, Information and Communication Technology (ICT) and Secretarial Efficiencies

in Tertiary Institutions in Ekiti State, Nigeria show that the physical environments of the

institutions are conducive for work and some necessary facilities that could aid the efficiency

of secretarial staff are provided but inadequate, this research can also be conducted in any other

cities, provinces or any other country135. Other sampling methods can also be used. Studies on

Efficiency of Personal and Administrative Skills for Managerial Leadership on Administrative

Creativity at Najran University shows that a high level of personal and administrative skills and

medium level of administrative creativity to Najran University administrative leaders as well as

a positive correlation between both personal and administrative variables and the level of

administrative creativity. Researchers designed two questionnaires for measuring personal and

administrative skills. First one aimed to measure personal skills& administrative skills consist

of (30) statements divided into two Axis (personal skills16 statements - administrative skills 14
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statements). The second one to measure administrative creativity of leadership consists of 21

statements136.

This study reviewed the impact of modern office Technology on the secretary’s performance in

some selected business organizations in the Takoradi Metropolis137. Simple random technique

was used to draw a sample of 60 respondents for the study, the study was carried out to

examine modern office technology/equipment and its impact on the secretary’s performance in

some selected organizations. It was specifically to find out the availability of modern office

technology/equipment, the secretary’s knowledge and the usage of the technological equipment

and its contributions to productivity and the secretary’s performance. The study revealed that

organizations had modern equipment which aided the performance of the secretary’s tasks; the

secretary’s operational knowledge enhances the usage of the modern equipment which goes to

improve their productivity and performance. Also, a study investigated the influence of ICT for

effectiveness of staff job performance in two Universities in Oyo State, Nigeria. The

descriptive survey research design was employed to collect the requisite data. The overall

reliability coefficient was established at 0.76 using Cronbach Alpha. The study revealed that

availability of ICT facilities, in-service training and constraints were significantly related to the

use of ICT effectiveness and job performance of staff in the two institutions. Recommendation

showed that there should be constant ICT training for the staff in order to provide them with

necessary new skills in usage of ICT gadgets. Government should provide the necessary

infrastructures like power supply, Wi-Fi for internet connectivity, conducive environment

which are needed for effectiveness and efficiency in their job performance which will motivate

staff to develop their skills in the usage of ICT128.

The review focused on what organization training is globally, discussed to Africa, Nigeria and

to administrative staff of State-owned Polytechnics, Oyo State, considering how they are
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trained in ICT skills, administrative skills and handling automated equipment to improve job

performance. The concept was also moderated with sources of knowledge acquisition by

looking into its timeliness and work quality of administrative staff of State-owned Polytechnics

to improve job performance. Studies established that most of the technological equipment that

speed up work and improve productivity23 are not well handled which has made it difficult to

increase efficiency and effectiveness of work29. Studies also show that administrative staff are

faced with many challenges in handling technological skills, several scholars have also studied

organization training and job performance of administrative staff51. From literature there are

few studies that have moderated organization training and job performance with sources of

knowledge acquisition globally but none in the study population. This is a gap that this study

intends to fill.

Endnotes

A. Donohoe, Employee Performance Definition, Last modified: June 07, 2019,
Accessed: March, 2021, https://bizfluent.com/facts-7218608-employee-performance-
definition.html

2 W. Okechukwu, Influence of Training and Development, Employee Performance on
Job Satisfaction among the Staff of School of Technology Management and Logistics,
University Utara Malaysia (Stml, Uum), Journal of Technology Management and
Business, 04, 01, 2017.

3 M. Inuwa, Job Satisfaction and Employee Performance: An Empirical Approach, The
Millennium University Journal, 1, 1, December 2016.

4 A. A. M. Davidesce, A. Simona-Andreea, P. Andreea & I. Casumeanv, Work
Flexibility, Job Satisfaction, and Job Performance among Romanian Employees—
Implications for Sustainable Human Resource Management," Sustainability, 1 - 53,
July 2020. doi:10.3390/su12156086



87

5 S. Ghaffari, I.M. Shah, J.G. Burgoyne, M. Nazri, & J.R. Salleh, The Influence of
Motivation on Job Performance: A Case Study at Universiti Teknoligi
Malaysia, Development Economics: Regional & Country Studies eJournal, 2017.

6 A. Mäkikangas, U. Kinnunen, T. Feldt & W. Schaufeli, The Longitudinal Development
of Employee well-being: A Systematic Review, An International Journal of Work,
Health & Organizations, 30, 1, January 2016, pp46 – 70.
https://doi.org/10.1080/02678373.2015.1126870

7 Z. S. Byrne, J. M. Peters & J. W. Weston, The Struggle with Employee Engagement
Measures and Construct Clarification Using Five Samples, Journal of Applied
Psychology, 101, 2016, pp1204.

8 L. Legault, Self-Determination Theory, Clarkson University, Potsdam, NY, USA,
June, 2017. DOI: 10.1007/978-3-319-28099-8_1162-1

9 L. Coxen, L. van der Vaart, A. van den Broeck, & S. Rothmann, Basic Psychological
Needs in the Work Context: A Systematic Literature Review of Diary Studies, Frontiers
in Psychology, 2021, 12.

10 U.L.T.P. Gunasekare, Self Determination Theory (SDT): A Review on SDT as a
Complementary Theory of Motivation, Kelaniya Journal of Human Resource
Management, 11,1, 2016, pp.58. DOI: http://doi.org/10.4038/kjhrm.v11i1.28

11 S. Osborne & M. S. Hammoud. Effective Employee Engagement in the Workplace.
International Journal of Applied Management and Technology, 16, 1, 2017, pp52.
DOI:10.5590/IJAMT.2017.16.1.04

12 S. Falle, R. Rauter, S. Engert & R. J. Baumgartner. Sustainability Management with the
Sustainability Balanced Scorecard in SMEs: Findings from an Austrian Case Study,
Sustainability, 8, 6, June 10 2016, pp545. https://doi.org/10.3390/su8060545

13 Z. Li, B. Gupta & G. Casimir, Combinative Aspect of Leadership Style and Emotional
Intelligence, Leadership and Organization Development Journal, 109, 2016, pp107
- 125. DOI: 10.1108/LODJ-04-2014-0082

14 G. Riley, The Role of Self-Determination Theory and Cognitive Evaluation Theory in
Home Education, Cogent Education, 3:1, March 2016.
https://doi.org/10.1080/2331186X.2016.1163651

15 “Five Best Practices for Aligning Employees with Corporate Goals,” Last Modified:
February 28, 2018, Accessed: March 20, 2021, https://www.hrfuture.net/strategy/staff-
planning/five-best-practices-for-aligning-employees-with-corporate-goals/

16 J. Barnett, How Managers can Create an Environment of Psychological Safety, June 19,
2019. https://www.forbes.com/sites/jimbarnett/2019/06/19/how-managers-can-create-
an-environment-of-psychological-safety/?sh=713b392943bd

17 B. Ozkeser, Impact of Training on Employee Motivation in Human Resources
Management, 3rd World Conference on Technology, Innovation and
Entrepreneurship (WOCTINE), 804, 2019.



88

18 R. Hidayat & J. Budiatma, Education and Job Training on Employee Performance,
International Journal of Social Sciences and Humanities, 2, 2, April, 2018.
http://dx.doi.org/10.29332/ijssh.v2n1.140

19 S. Ahadi & R. L. Jacob, A Review of the Literature on Structured On-the-Job Training
and Directions for Future Research, Human Resource Development Review, 16, 4,
2017, pp323-349. https://doi.org/10.1177/1534484317725945

20 F. A Paula. Training and Development in Organizations: Start at the Beginning,
February 2016. DOI: 10.1007/978-3-319-28281-7_4

21 M. E. Motlokoa, L. P. Sekantsi & R. P. Monyoloc, The Impact of Training on
Employees’ Performance: The Case of Banking Sector in Lesotho, International
Journal of Human Resource Studies, 8, 2, March 2018.
https://doi.org/10.5296ijhrs.v8i212812

22 N.V. Gerwen, V. Buskens & T. V. Lippe, Employee Cooperative Behavior in
Organizations: A Vignette Experiment on the Relationship Between Training and
Helping Intentions, International Journal of Training and Development, 22:3, 2018,
pp192-201. doi: 10.1111/ijtd.12128

23 S. T. E Hajjar & I.M. S. Alkhanaizi, Exploring the Factors That Affect Employee
Training Effectiveness: A Case Study in Bahrain, June, 2018.
http://dx.doi.org/10.1177/2158244018783033

24 L. P. Dias, Beginning Management of Human Resources, Accessed, March, 2021.
http://2012books.lardbucket.org/

25 A. A. Patrick, Training and Development Process and Employees’ Performance in the
“Chop Bar” Industry, Journal of Research and Development (JRnD), 3, 1 2016,
pp34-56.

26. W. Huang, Job Training Satisfaction, Job Satisfaction, and Job Performance. 2019.
10.5772/intechopen.89117.

27. R. J. Jevana, Research on Effective Training Method in Organizations – A Millennials
Need, International Journal of Innovative Research and Advanced Studies
(IJIRAS), 4, 5, May, 2017.

28. J. Hamilton, G. Stevens & S. Girdler, Becoming a Mentor: The Impact of Training and
the Experience of Mentoring University Students on the Autism Spectrum, April 12,
2016. https://doi.org/10.1371/journal.pone.0153204

29. R. A. Noe, Employee Training and Development. New York: McGraw-Hill/Irwin, 5th
ed., 2010.

30. B. Orser, A. Riding & Y. Li, Technology Adoption and Gender-Inclusive
Entrepreneurship Education and Training, International Journal of Gender and
Entrepreneurship, 11, 3, June 2019. DOI 10.1108/IJGE-02-2019-0026



89

31. V. A. Alexandria, “Investment in Talent Development,” American Training
Development Research

32. R. Worlu, R. Mugri & C. E. Akpakip. “Effect of Employee Orientation in Creating
Satisfaction with Work.” The Business and Management Review, 9, 2, November
2017.

33. “What is Mentoring?” Accessed Date: March 25, 2021. https://www.td.org/talent-
development-glossary-terms/what-is-mentoring

34. A. Susan & L. Julia, Soft Skills Needed for the 21st Century Workforce, International
Journal of Applied Management and Technology, 18, 1, 2019.

35. S. Ahmadan, S. Azarshabi & D. Paulhus, Explaining Donald Trump Via
Communication Style: Grandiosity, Informality and Dynamism, Personality and
Individual Difference, Vol 107, 2017, pp49 – 53.
https://doi.org/10.1016/j.paid.2016.11.018

36. S. Kulkarni & D. G. Kulkarni, Gap Analysis of Soft Skills in the Curriculum of Higher
Education (A Case Study of Management Institutes in Karnataka), Advances In
Management, Vol. 12 (1), March 2019, pp64-67.

37. “ISO Spotlight: What Do These 10 Standards Mean for Your Business? Last Modified:
December 10, 2019, Accessed: March 27, 2021. https://www.vaultintel.com/blog/iso-
spotlight-what-do-these-10-standards-mean-for-your-business

38. E. L. Deci, Effects of Externally Mediated Rewards on Intrinsic Motivation, Journal of
Personality and Social Psychology, 18, 1971, pp105–115.

39. R. Ryan, "Psychological Needs and the Facilitation of Integrative Processes". Journal
of Personality, 63, 3, 1995, pp397–427. doi:10.1111/j.1467-
6494.1995.tb00501.x. PMID 7562360.

40. E. Deci, & R. Ryan, A Motivational Approach to Self: Integration in Personality'. In R.
Dienstbier (Ed.), Nebraska Symposium on Motivation: Perspectives on Motivation,
Lincoln: University of Nebraska Press, 38, 1990, pp237–288.

41. E. L. Deci, & R. M. Ryan, Human Autonomy: The Basis for True Self-Esteem, In M.
Kernis (Ed.), Efficacy, Agency, and Self-Esteem, 3149. New York: Plenum, 1995.

42. C. Mario, Theories of Self- Determination, CNR – National Research Council of Italy,
Torino, Italy, April, 2019. DOI: 10.1007/978-3-319-31816-5_3710-1

43. C. E. Ackerman, “Self-Determination Theory of Motivation: Why Intrinsic Motivation
Matters” https://positivepsychology.com/self-determination-theory/

44. A. Amin, & J. Roberts, Knowing in Action: Beyond Communities of Practice, Research
Policy, 37, 2016, pp. 353-369.

45. A.F. Buono & F. Poulfelt, Challenges and Issues on Knowledge Management,
Information Age Publishing, USA. 2015.



90

46. J. Swan, Managing Knowledge for Innovation, In Book: Re-thinking Knowledge
Management: From Knowledge Objects to Knowledge Processes, Eds. C.R. McInerny
& R. Day, Springer, USA, 2007, pp. 147-169.

47. R. Bose, Knowledge Management Capabilities and Infrastructure for E- commerce,
Journal of Computer Information Systems, 42, 5, 2015, pp. 40-49.

48. H. Zaim, Turkiye’de Bilgi Yonetimi Uygulamaları, Sosyal Siyaset Konferansları,
Kitap 50, 2017, pp761-782.

49. S. P. Lopez, M. Peon, J. M. & J. Z. V. Ordas, Managing Knowledge: The Link Between
Culture and Organizational Learning, Journal of Knowledge Management, 8 (6),
2004, pp93-104.

50. M.P. Kim, Knowledge Retention Enhances Performance-Based Management, viewed
28 February 2012, from http://www.dcma.mil/htm.pdf

51. R.T. Enakrire, & D.N. Ocholla, Information and Communication Technologies for
Knowledge Management in Academic Libraries in Nigeria and South Africa, SA
Journal of Information Management, 19, 2017, 9.

52. L. Chen, & S. Mohamed, Contribution of Knowledge Management Activities to
Organizational Business Performance, Journal of Engineering, Design and
Technology, 6(3), 2008, pp269-285.

53. T. Pacharapha, & V.V. Ractham, Knowledge Acquisition: The Roles of Perceived Value
of Knowledge Content and Source’, Journal of Knowledge Management, 16(5), 2018,
pp724–739.

54. Moneyweb, Information Communication Technologies in the Banking Industry in South
Africa, Viewed 13 January, from http://www.moneyweb.co.za/html 2018, 2014.

55. A.Tiwana, The Knowledge Management Toolkit: Orchestrating IT, Strategy and
Knowledge Platforms, 2nd Edn., Prentice Hall, Upper Saddle River, 1999.

56. S. Wamundila & P. Ngulube, Enhancing Knowledge Retention in Higher Education: A
Case of the University of Zambia, South African Journal of Information
Management, 13(1), 2018, pp439–448.

57. M. Levy, Knowledge Retention: Minimizing Organizational Business Loss, Journal of
Knowledge Management, 15(4), 2018, pp582–600.

58. T. Davenport, & L. Prusak, Working Knowledge, Second Edn, Harvard Business Press,
USA. 2015.

59. S.Y. Lim, The Value of Knowledge for Extended Enterprises, In: Choucri N., Mistree
D., Haghseta F., Mezher T., Baker W. R. and Ortiz C. I. (Eds.), Mapping Sustainability
Knowledge E-Networking and the Value Chain, Dordrecht: Springer, 2016, pp177-
208.

http://www.dcma.mil/htm.pdf
http://www.moneyweb.co.za/html


91

60. F. Afiouni, Human Resource Management and Knowledge Creation: A Knowledge-
Based Perspective, Proceedings of the 5th International Conference on Intellectual
Capital and Knowledge Management, New York: New York Institute of Technology,
2016, pp1-8.

61. F. Olivera, Memory Systems in Organizations: An Empirical Investigation of
Mechanisms for Knowledge Collection, Storage and Access, J Manage, 37: 2015,
pp811–832.

62. W. Tsai, Knowledge Transfer in Intra Organizational Networks: Effects of Network
Position and Absorptive Capacity on Business Unit Innovation and Performance, Acad
Manage J, 44: 2015, pp996–1004.

63. K. Dan, Knowledge Retention, Available:
http://it.toolbox.com/wiki/index.php/Knowledge_Retention Accessed 28 February 2011.
2016.

64. P. Jain, Personal Knowledge Management: The Foundation of Organizational
Knowledge Management, South African Journal of Libraries and Information
Science, 77(1): 2018, pp1-14.

65. M. W. McElroy, The New Knowledge Management: Complexity, Learning and
Innovation, New York: Butterworth-Heinemann, 2015.

66. G. Shaw, & A. Williams, Knowledge Transfer and Management in Tourism
Organizations: An Emerging Research Agenda, Tourism Management, 30: 2016,
pp325-335.

67. L. Madsen, E. Mosakowski & S. Zaheer, The Dynamics of Knowledge Flows: Human
Capital Mobility, Knowledge Retention and Change, Journal of Knowledge
Management, 6 (2): 2015, pp164-176.

68. R. Hernandez, Knowledge Management is Key to Preventing Brain Drain. BP Found
Out the Hard Way, Wednesday September 13, 2006. Miami, Florida, US. Available:
http://www.bizrules.info/blog/2006/09/knowledge-management-is-key-to.html.
Accessed 9 June, 2009, 2005.

69. J. Thilmany, Passing on Know-how: Knowledge Retention Strategies Can Keep
Employees‟ Workplace-acquired Wisdom from Walking Out the Door When They
Retire, HR Magazine, June 2016. Available:
http:knowledgeharvesting.com/documents/HRM%20-%20Passing%20n%20know-
How.pdf. Accessed 16 February, 2011.

70. T. Young, Implementing A Knowledge Retention Strategy, Available:
http://findarticles.com/p/articles/ml_ga5362/is_200611/ai_nzi405514/ Accessed 16
February 2011, 2015.



92

71. D.W. De Long, & T. H. Davenport, Better Practices for Retaining Organizational
Knowledge: Lessons from the Leading Edge, Employment relations today, 30, 3,
2015, pages 51-63.

72. J. Hofer-Alfeis, Knowledge Management Solutions for the Leaving Expert Issue,
Journal of Knowledge management, 12, 4, 2016, pages 44- 54.

73. Gaviria-Marin, M., Merigó, J. M. & Baier-Fuentes H, Knowledge Management: A
Global Examination Based on Bibliometric Analysis, Technological Forecasting and
Social Change, 140, 2019, 194-220.

74. E. Wenger, Communities of Practice- A Brief Introduction, Available:
http://www.ewenger.com/theory/communities_of_practice_intro.htm Accessed 21 April,
2010, 2015.

75. P. Jain, Knowledge Management in E-government, Journal of Knowledge
Management Practice, 10(4): 2016, 1-10.

76. J. Kim, S.M. Lee, & L D. Oslon, Human Effect of Knowledge Sharing: Cooperative
Type and Reciprocity Level in Community of Practice. In: M. E. Jennex, (ed.) Current
Issues in Knowledge Management, Information Science Reference. New York:
Hershey, 2016, pp66-85.

77. M. Powell, Information Management for Development Organizations, 2nd Ed. Oxford:
Oxfam GB, 2015.

78. G. Koeglreiter, & L. Torlina, Community of Practice: Aligning Knowledge Work with
Organizational Knowledge Strategy, In M.E. Jennex (ed.) Current Issues in Knowledge
Management, Information Science Reference. New York: Hershey, 2015, pp206-226.

79. D.P. LaMonica, The Case for Knowledge Management at DPA: Is What We Don’t
Know Hurting Us? Journal of Knowledge Management Practice, Available:
http://www.tlainc.com/articl22.htm Accessed 10 June, 2010. 2015.

80. H. Beazley, J. Boenisch & D. Harden, Continuity Management: Preserving Corporate
Knowledge and Productivity When Employees Leave, New Jersey: John Wiley and
Sons. 2015.

81. P. S. Nel, M. Kirsten, B. J. Swanepoel, B. Erasmus & B. Jordaan, South African
Employment Relations, 7th Ed. Pretoria: Van Schaik, 2012.

82. Oxford Online Dictionary. The Oxford Dictionaries Word of the Year 2015, Available
at: http://oed.com/html (accessed 18 December 2015.

83. S. Debowski, Knowledge Management,Milton: John Wiley & Sons, Australia, 2015.

84. D. Poole, & T. Sheehan, Strategies for Managing the Global Brain Drain’’,
Knowledge Management, Review 9(2): 2015, pp22–25.



93

85. B. Carlsson, S. Jacobsson, M. Holme´n, & A. Rickne, Innovation System: Analytical
and Methodological Issues, Research Policy, 31, 2, 2015, pp. 233-45.

86. J. Guan, & N. Ma, Innovation Capability and Export Performance of Chinese Firms,
Technovation, 23, 9, 2015, pp737-47.

87. F.T. Rothaermel, Strategic Management: Concepts and Cases, McGraw-Hill/Irwin,
2012, P5.

88. C.B. Gibson, S.C. Gibson, & Q. Webster, Expanding Our Resources: Including
Community in the Resource-Based View of the Firm, Journal of Management, 47,
2021,1878 - 1898.

89. R.C.M. Yam, J.C. Guan, K.F. Pun, & E.P.Y. Tang, An Audit of Technological
Innovation Capabilities in Chinese Firms: Some Empirical Findings in Beijing, China,
Research Policy, 33, 8, 2015, pp. 1123-1140.

90. I. Nonaka, & H. Takeuchi, A Dynamic Theory of Organizational Knowledge Creation,
Organization science, 5, 1: 1995, pp14-37.

91. R. Kaplan, & D. Norton, The Balanced Scorecard: Measures that Drives Performance,
Harvard Business Review, 70, 1, 1992, pp71-79.

92. B. Wernerfelt, The Resource-Based View of the Firm – Ten Years After, Strategic
Management Journal, 16, 3, 1995, pp 171-174.

94. M. Richard, Ryan & C. Lonsdale, Self-Determination Theory Applied to Physical
Education: A Systematic Review and Meta-Analysis, Journal of Educational
Psychology, 112, 7, 2020: 1445, http://dx.doi.org/10.1037/edu0000420

95. M. Richard, Ryan & L. D. Edward, Brick by Brick: The Origins, Development, and
Future of Self-Determination Theory, Australian Catholic University & University of
Rochester, 2019.

96. R. M. Grant, Nonaka’s “Dynamic Theory of Knowledge Creation” (1994): Reflections
and an Exploration of the “Ontological Dimension.” Towards Organizational
Knowledge, 2013,77–95. doi:10.1057/9781137024961_5

97. I. Nonaka, G. Krogh & S. Voelpel, Organizational Knowledge Creation Theory:
Evolutionary Paths and Future Advances, Organization Studies 27(8), 2006, 1179–
1208.

98. I. Nonaka, A Dynamic Theory of Organizational Knowledge Creation, Organization
Science 5(1), 1994,14-37. http:// dx.doi.org/10.1287/orsc.5.1.14

99. M. Eigen, Self-Organization of Matter and the Evolution of Biological Macro-
Molecules, Naturwissenshaften, 1971, 58.

100. M. Richard, Ryan & L. D. Edward, Intrinsic and Extrinsic Motivation from a Self-
Determination Theory Perspective: Definitions, Theory, Practices, and Future



94

Directions, Contemporary Educational Psychology, 2020: 2,
https://doi.org/10.1016/j.cedpsych.2020.101860

101. C.L Kuruppu, C.S. Kavirathne & N. Karunarathna, The Impact of Training on
Employee Performance in a Selected Apparel Sector Organization in Sri Lanka,
Global Journal of Management and Business Research: An Administration and
Management, 21, 2, 2021.

102. S. A. Shouvik & W. H. Mohammed, Impact of Training and Development on the
Performance of Employees - A Comparative Study on Select Banks in Sultanate of
Oman, International Journal of Scientific Research and Management (IJSRM),
6, 03, 2018.

03. J. O. Ogbu & J. I. Osanaiye, Impact of Employee Training on Organizational
Performance A Study of Selected Insurance Firms in Abuja-Nigeria, European
Journal of Business and Management, 9, 14, 2017.

104. O. A. Ezeonwurie, Assessment of Information and Communication Technology Skills
Needed by Secretaries in Colleges of Education in Northwest Nigeria for Effective Work
Performance, vol 2, No. 3, 2018, 82-93.

105. V. Gachengo & S. Wekesa, Influence of Motivation on Employee Performance: A
Case of National Bank of Kenya, International Journal of Business, Management
and Social Research, 03, 02, 2017, pp179.

106. H. Siswoyo, S. Supardi & U. Udin, The Effect of Training and Job Promotion on
Work Motivation and Its Implications on Job Performance: Evidence from Indonesia,
Management Science Letters, 10, January, 2020.

107. N. N. Afroz, Effects of Training on Employee Performance - A Study on Banking
Sector, Tangail Bangladesh, Global Journal of Economics and Business, 4, 1,
2018, pp111 – 124.

108. M. R. A. Salah, The Impact of Training and Development on Employees
Performance and Productivity "A Case Study of Jordanian Private Sector
Transportation Companies Located in the Southern Region of Jordan. A Particular
Reference is Made to the Govern Ate of Maan, International Journal of
Management Sciences and Business Research, 5, 7, July-2016.

109. D. R. Niati, Z. M. E. Siregar, & Y, Prayoga, The Effect of Training on Work
Performance and Career Development: The Role of Motivation as Intervening
Variable. Budapest International Research and Critics Institute (BIRCI-
Journal): Humanities and Social Sciences, 4(2), 2021, 2385-2393.

110. P. Ampoamah, The Effect of Training and Development on Employee Performance
in a Private Tertiary Institution in Ghana, (Case Study: Pentecost University
College (Puc) - Ghana), Asian Journal of Social Sciences and Management
Studies, 3, 1, 2016, pp29-33.



95

111. M. W. Wacheke & W. Rosemarie, Systematic Approach to Training and Employee
Performance of Murang’a County Government, Kenya, International Academic
Journal of Human Resource and Business Administration, 3, 7, 2019, pp318-331.

112. M. O. Ajayi & O. T. Okhankhuele, Effect of Training on the Performance of
University Administrative Staff in Nigeria, International Journal of Technology
and Management Research, 4, 1, 2019, pp1－22.

113. Armah-Ansah & R. Quartey, Effects of Training on Employee Performance in Ga
East Hotel, Acta Scientific Paediatrics, 2, 7, 2019, pp02-07.

114. B. A. Abdullahi, I. NuhuTukur, A. T. Jibril & A.R Najahatu, Impact of Systematic
Training and Development on the Performance of Staff in Niger State Polytechnic,
Zungeru. Journal of African Sustainable Development, Vol. 13, No.2, 2020,
pp44-56.

115. M. Hamdoun, C. Chiappetta-Jabbour, & H. ben othmene, Transfer and
Organizational Innovation: Impacts of Quality and Environmental Management,
Journal of Cleaner Production, 2018, 193. 10.1016/j.jclepro.2018.05.031.

116. D. Sjödin, V. Parida, M. Jovanovic, & I. Visnjic, Value Creation and Value Capture
Alignment in Business Model Innovation: A Process View on Outcome‐Based
Business Models, Journal of Product Innovation Management, 37(2), 2020, 158-
183.

117. C. Wang, & Q. Hu, Knowledge Sharing in Supply Chain Networks: Effects of
Collaborative Innovation Activities and Capability on Innovation
Performance, Technovation, 94, 2020, 102010.

118. U. Awan, M. G. Arnold, & I. Gölgeci, Enhancing Green Product and Process
Innovation: Towards an Integrative Framework of Knowledge Acquisition and
Environmental Investment, Business Strategy and the Environment, 30(2), 2021,
1283-1295.

119. X. Xie, L. Wang, & S. Zeng, Inter-Organizational Knowledge Acquisition and
Firms' Radical Innovation: A Moderated Mediation Analysis, Journal of Business
Research, 90, 2018, 295-306.

120. D. G. L. Cososchi, A. Luca, L. M. Lupu & I. V. Herghiligiu, Indicators System for
Assessing the Organizational Knowledge Acquisition Process, Environmental
Engineering and Management Journal, 17, 4, April 2018, pp937-950.

121. L. Liu, & H. Zhang, How Does Inter-Organizational Relational Governance Propel
Firms’ Open Innovation? A Conditional Process Analysis. Sustainability, 13(18),
2021, 10209.

122. J. E. Enabulele, & A. O. Ehizele, Assessment of a Nigerian Dental School Implant
Training Programme Using Short-and Long-Term Knowledge Acquisition of
Students, Nigerian Journal of Medical and Dental Education, 1, December 2019,
pp1 and 2.



96

123. J. O. Onunga & J. O. Otieno, Knowledge Capture and Acquisition Mechanisms at
Rongo University, International Journal of Progressive Sciences and
Technologies (IJPSAT), 18, 2, January 2020, pp. 88-96.

124. A. Bencsik, Z. Godany & A. D. Mathe, Knowledge Acquisition–Sharing Based on
Interim Manager Experiences, International Journal of Business and
Administrative Studies, 5, 5, 2019, pp. 282-293. doi:
https://dx.doi.org/10.20469/ijbas.5.10003-5

125. A. B. Onamusi, Knowledge Acquisition Capability, Strategic Response Capability,
Strategic Response Capability, and Organizational Performance: A Mediation
Analysis, Business Excellence and Management,10,3, September 2020.

126. D. G. L. Cososchi, A. Luca, L. M. Lupu & I. V. Herghiligiu, Indicators System for
Assessing the Organizational Knowledge Acquisition Process, Environmental
Engineering and Management Journal, 17, 4, April 2018, pp937-950.

127. J. M. Bloodgood, Knowledge Acquisition and Firm Competitiveness: The Role of
Complements and Knowledge Source, Journal of Knowledge Management, 23, 1,
2019, pp.46-66. https://doi.org/10.1108/JKM-09-2017-0430

128. G. D. Paul & L. S. Audu, Effects of Training of Academic Staff on Employees’
Performance in Federal Polytechnics, Nigeria, International Journal of Engineering
Technologies and Management Research, 6, 9, September 2019.

129. A. E. Kayode, A. O. Irele, F. J. Agunbiade & B. George-Kayode, ICT for Effectiveness
and Job Performance of Staff in the Universities in Nigeria, Texila International
Journal of Academic Research, Dec 2019.

130. O. W. Obinna, Administrative Skills for Effective Management of Nomadic Education
Programme for Diversification of Nigerian Economy, International Journal of
Innovative Social & Science Education Research, 9, 1, Jan.-Mar 2021, pp67-74.

131. S. Sasidaran, Impact of Training on Employee Performance: A Case Study of Private
Organization in Sri Lanka, IOSR Journal of Business and Management (IOSR-
JBM), 2018.

132. A. H. Saide, Impact of On-the-Job Training on Employee’s Performance (The Case of
Wollega University Main Campus), Global Journal of Management and Business
Research: B Economics and Commerce, 2019.

133. C. Egbunefu & C. Ubani, Information Application Packages Skills Required by Office
Management and Technology Graduates for Improved Job Performance in Rivers State,
Journal of Educational Realities-JERA, 10, 1, Jan/March 2020.

134. C. C. Okolocha, & E.I Baba, Assessment of Skills Possessed by Secretaries for Effective
Electronic Records Management in Polytechnics in NorthCentral, Nigeria, Global
Journal of Management and Business Research: An Administration and
Management, Vol 17, Issue 1, Version 1.0, 2017. Online ISSN: 2249-4588 & Print
ISSN: 0975-5853



97

135. F. B. K. Fasae & J. K. Ajayi, Ergonomic Environment, Information and
Communication Technology (ICT) and Secretarial Efficiencies in Tertiary Institutions
in Ekiti State, Nigeria, European Journal of Business and Management, 11, 23, 2019.

136. S. A. M. Yossef & A. H. H. Rakha, Efficiency of Personal and Administrative Skills for
Managerial Leadership on Administrative Creativity at Najran University, Journal of
Education and Practice, 8, 6, 2017.

137. P. A. Oteng & P. A. Seidu, The Impact of Modern Office Technology on the Secretary’s
Performance in Some Selected Business Organizations in the Takoradi Metropolis,
Adrri Journal of Arts and Social Sciences, 13, 12, May 2016.

Chapter Three

Methodology

This chapter presents the research methodology used in this study. It discussed the research

design strategies employed, population used for the study, sample size and sampling techniques,

data collection, analysis techniques and description of the research instruments used.

3.1 Research Design

The research design was considered suitable because it accurately and systematically described

the population, situation or phenomenon and also used to investigates one or more variables.
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3.2 Population for the Study

The population of this study consists of one thousand, five hundred and nine (1,509)

administrative staff (executive officers, secretaries, executive assistant etc) in State-owned

polytechnics in Oyo State, Nigeria. Oyo State has three (3) State Polytechnics, namely: The

Polytechnic, Ibadan, with seven hundred and ninety-one (791) administrative staff; The Oke-

Ogun Polytechnic, Saki has total number of three hundred and ninety-four (394) administrative

staff and The Ibarapa Polytechnic, Eruwa with three hundred and twenty-four (324)

administrative staffs. The three State Polytechnics in Oyo state are situated in three different

cities in Oyo State. The Polytechnic, Ibadan is located in Ibadan, the capital city of Oyo State.

The Oke-ogun Polytechnic, Saki is located in Saki and The Ibarapa Polytechnic, Eruwa is

located in Eruwa.

Table 3.1: List of Polytechnics and Population

S/No Polytechnics Population

1. The Polytechnics, Ibadan 791

2. The Oke-Ogun Polytechnic, Saki 394

3. The Ibarapa Polytechnic, Eruwa 324

Total 1509

Source: Researcher, 2021

3.3 Sample and Sampling Techniques
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The sample size of this study was three hundred and seven (307) made up of administrative

staff of the three state-owned polytechnics in Oyo State which represented the total population.

This sample size was derived from Raosoft (2004) sample size. Raosoft (2004) sample size

calculator 5% margin error is a common choice with 95% confidence level. The total

population size of the study is 1,509 while the response distribution is on 50%. The

recommended sample size given by the calculator was 307, which will enable researcher to get

a correct answer than using a large sample where only a small percentage of the sample

responds to the survey.

This study employed simple random sampling technique (a probability sampling approach)

because of the nature of the study’s population (executive officers, secretaries etc), this offers

all the study population equal chance of been selected in this study. Given that the respondents

share same characteristics, anyone sampled will not lead to sampling error that will invalidate

the outcome of this study.

3.4 Description of Research Instrument

The instrument for data collection was structured questionnaire developed by the researcher

from related literature based on the objectives of the study. The questionnaire used to obtain

information on organizational training and job performance of administrative staff of State-

owned polytechnics in Oyo State, Nigeria. The study adapted the Likert scale design and the

instrument is made up of three sections.
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Section A: this section was developed by researcher to collect demographic information of

respondents and these contains bio-data of respondents measured through gender, years of

working experience, educational qualification and department.

Section B: Job performance consist of thirteen (13) items covering two measures, that is,

responsiveness (timeliness) and work quality adapted from1. The instrument used four-point

response format ranging from Very High (VH) – 4. High (H) – 3. Low (L) – 2. Very Low (VL)

– 1. The first six (6) items are related to responsiveness and the last seven (7) items are related

to work quality. Cronbach’s alpha values of 0.93 and 0.81 respectively.

Section C: Organizational Training consists of three measures adapted from existing literatures

on training2 3 4: ICT Skills training, administrative skills training and automated office

equipment skills training. This was Nineteen (19) items adapted using the four-point response

Very High (VH) – 4. High (H) – 3. Low (L) – 2. Very Low (VL) – 1. ICT skills training with

seven (7) items, administrative skills training with six (6) and lastly, automated office

equipment skills training with six (6) items. These factors have been used for measuring

organizational training in the past with a reliability test for ICT skills training at 0.76,

administrative skills training ranging between 0.80 and 0.89, while 0.83 for automated office

equipment skills training.

Section D: This was a 4-point Likert-type items adapted from existing literature5. It was used

to collect data on sources of knowledge acquisition of administrative staff in State-owned

polytechnics, Oyo State, Nigeria. The Cronbach alpha values are found ranges from 0.60 and

0.883 respectively. The response options provided in this study’s questionnaire followed the 4-

point Likert-type scale of 4=Very High(VH), 3=High(H), 2=Low(L) and 1=Very Low(VL).

Example of question asked is “Devise ways of acquiring knowledge such as interviewing

retiree”
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The research instrument was divided into various sections in the selected Polytechnics which

was designed to elicit responses on the topic under investigation.

3.5 Validity of Research Instrument

The study’s instrument was subjected to content validity. The researcher’s supervisor, the

department’s research committee, and other experts in the field of information management

reviewed the instrument ensured it measures the intended variable and that it aligns with

existing literature. The experts’ critique, suggestions and recommendations on the items of the

questionnaire were incorporated in making the final amendment of the instrument which were

administered to the respondents for the main study.

3.6 Reliability of Research Instrument

The instrument was subjected to reliability test to check the internal consistency of all items

measuring each variable in the study. The Cronbach’s Alpha coefficient of 0.7 provides the

threshold for certifying that an instrument is reliable for its intended use. Hence, reliability of

the instrument was tested through a pilot study using twenty-five (25) copies of questionnaire

administered to administrative staff of Osun State Polytechnic, Iree who are not part of the

study population. The Cronbach’s Alpha coefficient for the instruments adapted from the

review studies range from 0.74 to 0.81 respectively for organisational training and job

performance.

3.7 Administration of Instrument and Method of Data Collection

A letter of introduction and project attestation obtained from the Department of Information

Management, Lead City University which was used to gain permission to conduct the survey

from the administrative staff of the state-owned polytechnics in Oyo State, Nigeria. Given to



102

number of respondents from three (3) polytechnics, a two (2) days training were conducted for

three (3) research assistants in order to enhanced the administration and the return rate of the

questionnaire from the respondents. In all, 307 copies of questionnaire were administered to

administrative staff of the three state-owned polytechnics in Oyo State.

Table 3.2: Sample Size Distribution of Population

S/No Polytechnics Population Sample Size

4. The Polytechnics, Ibadan 791 161

5. The Oke-Ogun Polytechnic, Saki 394 80

6. The Ibarapa Polytechnic, Eruwa 324 66

Total 1509 307

Source: Researcher, 2021

3.8 Method of Data Analysis

The researcher analyzed the primary data collected using the descriptive and inferential

statistics. The use of descriptive statistics was appropriate because it helped to described and

summarized data in terms of frequency distribution, percentage, and mean of response about

variables under study, thereby answering the research questions. The inferential statistics was

used to test the hypotheses formulated in the introductory chapter of this study. Hypotheses one

and two were examined using linear regression analysis to establish the influence of measures

of organisational training on each measure of job performance. Hypothesis three was examined

using multiple regression analysis to establish the combined influence of organisational

training on job performance of administrative staff of the state-owned polytechnics in Oyo

State, Nigeria, while hierarchical regression was used to test the moderating influence of

sources of knowledge acquisition on organisational training and job performance for
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hypothesis four. The result of the hypotheses tested were significant at a probability value of

0.05. The data collected for the study were analysed using Statistical Package for the Social

Sciences (SPSS 24 version).

Endnotes
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This chapter dealt with data presentation, analysis and the interpretation of the results. The

analysis was guided by the specific objectives and the hypotheses that were formulated in the

study. The first section shows the presentation of the descriptive analysis using tables showing

percentages and interpretation below the tables. Section two presents inferential statistics

(ANOVA: showing model summary and multiple regression tables) and discussion of findings

comes at the later end of the chapter. The results presented were based on the research

questions and hypotheses, which the study set out to answer and examine. Data was analyzed

using SPSS version 24. A total of three hundred and seven (307) copies of questionnaire were

administered, and two hundred and eighty-one (283) copies were returned. After sorting the

questionnaires two hundred and sixty-one (261) copies were certified as duly filled and

considered usable. The useable questionnaire represented 85.01% response rate. The high

response rate was recorded as the researcher administered the instruments with the help of

research assistants who put concerted efforts in reaching out to the secretaries to request them

to participate in the study. The response results are presented in Table 4.

Table 4.1: Response Rate
Response Rate: Frequency Per cent (%)

Returned and used 261 85.01%

Not Returned/Returned but not used 46 14.98%

No of distributed Questionnaire 307 100%

Source: Field Survey Data (2022)

4.1.1 Presentation of Demographic Data Analysis

Table 4.1.1: Demographic Characteristics of Respondents
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Variables Category Frequency Percentage

Gender Male 160 61.3%

Female 101 38.7%

Age 25-35 years 110 62.9%

36-45years 47 26.9%

46-55years 15 8.6%

56 years and above 2 1.1%

Years of experience 0-5 years 133 51.0%

6-10 years 68 26.1%

11-15 years 44 16.9%

15 years and above 16 6.1%

Educational qualifications SSCE 4 1.5%

OND/NCE 121 46.4%

HND/BSc. 128 49.0%

M.SC 8 3.1%

Ph.D - -

Source: Field Survey Results (2022)

This section consists of background and respondent’s information that describes basic

characteristics such as gender of the respondent, age of the respondent and faculty. The table

4.1.1 presents the demographic and personal profile of respondents used for this study.

Demographic and personal profile of respondents as shown in table 4.1.1 profile of gender

indicated that 160 respondents representing 61.3% were male while 101 respondents

representing 38.7% were females, indicating that most of the respondents were male.

Demographic and personal profile of respondents as shown in table 4.1.1 by age revealed that

110 respondents representing 62.9% were between ages 25-35years, 47 respondents

representing 26.9% were between 36-45 years, 15 respondents representing 8.6% were

between 46-55 years, 2 respondents representing 1.1% were between 56 years and above,
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indicating that there were more respondents within the age 25-35 years. Furthermore, 133

respondents representing 51.0% indicated to have worked between 0-5years, 68 respondents

representing 26.1% have worked between 6-10years, 44 respondents representing 16.9% have

worked between 11-15years, and 16 respondents representing 6.1% have worked for 15 years

and above. Also, 4 respondents representing 1.5% indicated that they had SSCE, 121

respondents representing 46.4% had OND/NCE, 128 respondents representing 49.0% had

HND/BSc., and 128 respondents representing 3.1% had M.Sc.

4.1.2 Analysis of Research Questions

Research Question One:What is the level of job performance of administrative staff in State-

owned polytechnics, Oyo State?

Table 4.1.2.1: Descriptive Analysis of Responses on the Level of Job Performance of

Administrative Staff in State-Owned Polytechnics, Oyo State.

Responsiveness VH H L VL Mean

Timely delivery of task assigned to me weekly. 94
(36.0%)

153
(58.6%)

10
(3.8%)

4
(1.5%)

3.29

Students needs are promptly responded to
without delay.

105
(40.2%)

126
(48.3%)

26
(10.0%)

4
(1.5%)

3.27

Effective completion of task 94
(36.0%)

146
(55.9%)

20
(7.7%)

1
(0.4%)

3.28

Ability to perform swiftly in all roles assigned
to me

96
(36.8%)

143
(54.8%)

20
(7.7%)

2
(0.8%)

3.28

Quick response to students’ complaint 80
(30.7%)

103
(39.5%)

68
(26.1%)

10
(3.8%)

2.97

Giving explanation to reasons task cannot be
achieved at a specific time.

65
(24.9%)

100
(38.3%)

80
(30.7%)

16
(6.1%)

2.82

Decision Rule: 1.00 – 1.49 (Very Low), 1.50 – 2.49 (Low), 2.50 – 3.49 (High), 3.50 – 4.00 (Very
High).

Work Quality VH H L VL Mean

Departmental resources are available to deliver
credible service

78
(29.9%)

139
(53.3%)

40
(15.3%)

4
(1.5%)

3.11
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Overall administrative service delivery of my
school is outstanding

70
(26.8%)

140
(53.6%)

48
(18.4%)

3
(1.1%)

3.06

There is proper monitoring of administrative
activities to ensure superior service delivery to
students

64
(24.5%)

151
(57.9%)

41
(15.7%)

5
(1.9%)

3.05

There is proper monitoring of administrative
activities to ensure superior service delivery to
management

76
(29.1%)

143
(54.8%)

39
(14.9%)

3
(1.1%)

3.12

We have quality control unit to guaranty
effective service delivery

78
(29.9%)

149
(57.1%)

29
(11.1%)

5
(1.9%)

3.15

Provide support for the academic unit in the
school in delivery value to the student

94
(36.0%)

127
(48.7%)

32
(12.3%)

8
(3.1%)

3.18

Adopt best practices on delivery administrative
work

76
(29.1%)

113
(43.3%)

66
(25.3%)

6
(2.3%)

2.99

Weighted Mean for Job Performance 3.12

Source: Field Survey Data (2022)

Decision Rule: 1.00 – 1.49 (Very Low), 1.50 – 2.49 (Low), 2.50 – 3.49 (High), 3.50 – 4.00

(Very High).

According to results in Table 4.1.2.1 36.0% of respondents rated very high that there are timely

delivery of tasks assigned to them, 58.6% high, 3.8% low, and 1.5% very low. On average, the

respondents indicated that there is timely delivery of tasks assigned to them has a mean of 3.29.

Results also indicated that 40.2% of respondents rated very high that students needs are

promptly responded to without delay, 48.3% high, 10.0% low, and 1.5% very low. On average,

the respondents indicated that student’s needs are promptly responded to without delay has a

mean of 3.27. Results also indicated that 36.0% of the respondents rated very high that there is

effective completion of tasks, 55.9% high, 7.7% low, and 0.4% very low. On average, the

respondents indicated that there is effective completion of tasks has mean of 3.28. Results also

indicated that 36.8% of the respondents rated very high that the ability to perform in all role is

assigned to them, 54.8% high, 7.7% low, and 0.8% very low. On average, the respondents

indicated the ability to perform in all role is assigned to them has a mean of 3.28.

Results also indicated that 30.7% of the respondents rated very high that they respond quickly

to student’s complaints, 39.5% high, 26.1% low, and 3.8% very low. On average, the
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respondents indicated that they respond quickly to students complaints has a mean of 2.97.

Results also indicated that 24.9% of respondents rated very high that they give explanation to

reasons tasks cannot be achieved at a specific time, 38.3% high, 30.7% low, and 6.1% very

low. On average, the respondents indicated that they give explanation to reasons tasks cannot

be achieved at a specific time has a mean of 2.82.

Results also indicated that 29.9% of the respondents rated very high that they have quality

control unit to guaranty effective service delivery, 57.1% high, 11.1% low, and 1.9% very low.

On average, the respondents indicated that they have quality control unit to guaranty effective

service delivery has a mean of 3.15. Results also indicated that 36.0% of the respondents rated

very high that they provide support for the academic unit in the school in delivery value to the

student, 48.7% high, 12.3% low, and 3.1% very low. On average, the respondents indicated

that they provide support for the academic unit in the school in delivery value to the student

has mean of 3.18. Results also indicated that 29.1% of the respondents rated very high that

they adopt best practices on delivery administrative work, 43.3% high, 25.3% low, and 2.3%.

On average, the respondents indicated that they adopt best practices on delivery administrative

work has a mean of 2.99.

Overall, the weighted mean for job performance is 3.12 and this suggest that the respondents

fairly agree with many of the statement representing performance of administrative staff of

State-owned polytechnics in Oyo State Specifically, of the issues such as ‘Quick response to

students’ complaint with a mean of 2.97, and ‘Giving explanation to reasons task cannot be

achieved at a specific time’ with a mean of 2.82 shows that despite an overall mean of 3.12

which shows that level of performance of administrative staff of State-owned polytechnics in

Oyo State is moderately high, the underlining issues discovered as presented above suggest a

lot of effort is needed to ensure that within State-owned polytechnics in Oyo State, they
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consistently acquire and train on facilities that would positively enhance their work, like

present the workers with an enabling environment that allow for performing increased number

of tasks and be responsive to the institutional need. This should improve the performance of

administrative staff in State-owned polytechnics in Oyo State.

Research Question Two: What is the level of organisational training available to

administrative staff in State-owned polytechnics, Oyo State?

Table 4.1.2.2: Descriptive Analysis of Responses on the Level of Organisational Training

Available to Administrative Staff in State-Owned Polytechnics, Oyo State

ICT Skills VH H L VL Mean

Conducting periodic assessment of ICT skill
needs to achieve better performance

88
(33.7%)

148
(56.7%)

22
(8.4%)

3
(1.1%)

2.23

Providing a schedule of ICT skill training to be
conducted at regular interval

118
(45.2%)

115
(44.1%)

25
(9.6%)

3
(1.1%)

3.33

Providing adequate ICT facilities which
enhance training

130
(49.8%)

103
(39.5%)

26
(10.0%)

2
(0.8%)

2.38

Ensuring that members of staff are all present to
participate in the ICT skill training session

138
(52.9%)

92
(352%)

31
(11.9%)

- 3.41

Ensuring training covers the running of relevant
software that aid work effectiveness

125
(47.9%)

102
(39.1%)

34
(13.0%)

- 3.35

Providing in-house support team to resolve
challenges that comes up after the ICT skill
training session

117
(44.8%)

117
(44.8%)

23
(8.8%)

4
(1.5%)

2.33

Ensuring ICT training is a continuous exercise 129
(49.4%)

108
(41.4%)

20
(7.7%)

4
(1.5%)

3.39

Decision Rule: 1.00 – 1.49 (Very Low), 1.50 – 2.49 (Low), 2.50 – 3.49 (High), 3.50 – 4.00 (Very
High).

Administrative Skills Training VH H L VL Mean
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I am able to organize weekly task to achieve
maximum productivity

75
(28.7%)

165
(63.2%)

20
(7.7%)

1
(0.4%)

3.20

I am able to follow due process in discharge of
task assigned

116
(44.4%)

116
(44.4%)

26
(10.0%)

3
(1.1%)

3.32

I attend to duties effectively without undue
delay

109
(41.8%)

137
(52.5%)

13
(5.0%)

2
(0.8%)

3.35

I am able to achieve cooperation among staff to
enhance overall school performance

138
(52.9%)

108
(41.4%)

11
(4.2%)

4
(1.5%)

3.46

I ensure staff follow up with commitment to
ensure efficient work done

99
(37.9%)

141
(54.0%)

21
(8.0%)

- 3.30

Managerial skills needed to handle unexpected
work-related challenges are addressed to
enhance staff performance

114
(43.7%)

119
(45.6%)

27
(10.3%)

1
(0.4%)

3.33

Decision Rule: 1.00 – 1.49 (Very Low), 1.50 – 2.49 (Low), 2.50 – 3.49 (High), 3.50 – 4.00 (Very
High).

Automated Office Equipment Handling Skills VH H L VL Mean

There is proper documentation of all the office
equipment in each office

137
(52.5%)

94
(36.0%)

24
(9.2%)

6
(2.3%)

3.39

There is prompt report of damages/fault
identified with such equipment

109
(41.8%)

105
(40.2%)

39
(14.9%)

8
(3.1%)

3.21

I am able to operate the equipment that are
automated in nature

83
(31.8%)

121
(46.4%)

49
(18.8%)

8
(3.1%)

3.07

I provide support staff to aid equipment
handling before/after use

79
(30.3%)

150
(57.5%)

31
(11.9%)

1
(0.4%)

3.18

I provide up to date information required for the
usage of an automated office equipment

75
(28.7%)

140
(53.6%)

37
(14.2%)

9
(3.4%)

3.08

I ensure that the automated equipment is not
used for personal gains

119
(45.6%)

115
(44.1%)

20
(7.7%)

7
(2.7%)

3.33

Overal Weighted Mean of Organisational
Training

3.26

Source: Field Survey Data (2022)
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Decision Rule: 1.00 – 1.49 (Very Low), 1.50 – 2.49 (Low), 2.50 – 3.49 (High), 3.50 – 4.00

(Very High).

According to results in Table 4.1.2.2 33.7% of respondents rated very high that conducting

periodic assessment of ICT skill needs to achieve better performance, 56.7% high, 8.4% low,

and 1.1% very low. On average, the respondents indicated that conducting periodic assessment

of ICT skill needs to achieve better performance has a mean of 3.23. Results also indicated that

45.2% of respondents rated very high that providing a schedule of ICT skill training should be

conducted at regular interval, 44.1% high, 9.6% low, and 1.1% very low. On average, the

respondents indicated providing a schedule of ICT skill training should be conducted at regular

interval has a mean of 3.33. Results also indicated that 49.8% of the respondents rated very

high that they provide adequate ICT facilities which enhances training, 39.5% high, 10.0% low,

and 0.8% very low. On average, the respondents indicated that they provide an adequate ICT

facility which enhances training has a mean of 3.38.

Results also indicated that 52.9% of the respondents rated very high that they ensure that

members of staff are all present to participate in the ICT skill training, 35.2% high, and 11.9%

low. On average, the respondents indicated that they ensure that members of staff are all

present to participate in the ICT skill training has a mean of 3.41. Results also indicated that

47.9% of respondents rated very high that they ensure training covers the running of relevant

software that aid work effectiveness, 39.1% high and 13.0% low. On average, the respondents

indicated that they ensure training covers the running of relevant software that aid work

effectiveness has a mean of 3.35. Results also indicated that 44.8% of respondents rated very

high that they should provide in-house support team to resolve challenges that come up after

the ICT skill training session, 44.8% high, 8.8% low, and 1.5% very low. On average, the

respondents indicated that they provide in-house support team to resolve challenges that come
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up after the ICT skill training session has a mean of 3.33. Results also indicated that 49.4% of

respondents rated very high that they ensure ICT training is a continuous exercise, 41.4% high,

7.7% low, and 1.5% very low. On average, the respondents indicated that providing in-house

support team to resolve challenges that come up after the ICT skill training session has a mean

of 3.39.

According to results in Table 4.1.2.2 28.7% of the respondents rated very high that they are

able to organize weekly task to achieve maximum productivity, 63.2% high, 7.7% low, and

0.4% very low. On average, the respondents indicated that they are able to organize weekly

task to achieve maximum productivity has a mean of 3.20. Results also indicated that 44.4% of

the respondents rated very high that they are able to follow due process in discharge of task

assigned, 44.4% high, 10.0% low, and 1.1% very low. On average, the respondents indicated

that they are able to follow due process in discharge of task assigned has a mean of 3.32.

Results also indicated that 41.8% of the respondents rated very high that they attend to duties

effectively without undue delay, 52.5% high, 5.0% low, and 0.8% very low. On average, the

respondents indicated that they attend to duties effectively without undue delay has a mean of

3.35. Results also indicated that 52.9% of the respondents rated very high that they are able to

achieve cooperation among staff to enhance overall school performance, 41.4% high, 4.2% low,

and 1.5% very low. On average, the respondents indicated they are able to achieve cooperation

among staff to enhance overall school performance has a mean of 3.46.

Results also indicated that 37.9% of respondents rated very high that they ensure staff follow-

up with commitment to ensure efficient work done, 54.0% high, and 8.0% low. On average, the

respondents indicated that they ensure staff follow-up with commitment to ensure efficient

work done has a mean of 3.30. Results also indicated that 43.7% of respondents rated very high

that managerial skills needed to handle unexpected work-related challenges are addressed to
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enhance staff performance, 45.6% high, 10.3% low and 0.4% very low. On average, the

respondents indicated that managerial skills needed to handle unexpected work-related

challenges are addressed to enhance staff performance has mean of 3.33

According to results in Table 4.1.2.2 52.5% of the respondents rated very high that there is

proper documentation of all the office equipment in each office, 36.0% high, 9.2% low and

2.3% very low. On average, the respondents indicated that there is proper documentation of all

the office equipment in each office has a mean of 3.39. Results also indicated that 41.8% of the

respondents rated very high that there is prompt report of damages/fault identified with such

equipment, 40.2% high, 14.9% low, and 3.1% very low. On average, the respondents indicated

that there is prompt report of damages/fault identified with such equipment has a mean of 3.21.

Results also indicated that 31.8% of respondents rated very high that they are able to operate

the equipment that are automated in nature, 46.4% high, 18.8% low and 3.1% very low. On

average, the respondents indicated that they are able to operate the equipment that are

automated in nature has a mean of 3.07. Results also indicated that 30.3% of respondents rated

very high that they provide support to staff to aid equipment handling before/after use, 57.5%

high, 11.9% low, and 0.4% very low. On average, the respondents indicated that they provide

support to staff to aid equipment handling before/after use has a mean of 3.18.

Results also indicated that 28.7% of respondents rated very high that they provide up to date

information required for the usage of automated office equipment, 53.6% high, 14.2% low, and

3.4% very low. On average, the respondents indicated that they provide up to date information

required for the usage of automated office equipment has a mean of 3.08. Results also

indicated that 45.6% of respondents rated very high that they ensure that automated equipment

is not used for personal gains, 44.1% high, 7.7% low, and 2.7% very low. On average, the
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respondents indicated they automated equipment is not used for personal gains has a mean of

3.33.

Overall, the weighted mean for organizational training is 3.26 and this suggest that the

respondents fairly agree with many of the statement representing training of administrative

staff in State-owned polytechnics in Oyo State. Specifically, of the issues such as ‘Conducting

periodic assessment of ICT skill gap needs to achieve better performance’ with a mean of 2.23,

‘Providing adequate ICT facilities which enhance training’ with a mean of 2.38, and Providing

in-house support team to resolve challenges that comes up after the ICT skill training session

with a mean of 2.33 shows that despite an overall mean of 3.13 which shows that level of

organisational training in State-owned polytechnics in Oyo State is moderately high, the

underlining issues discovered as presented above suggest a lot of effort is needed to ensure

that within State-owned polytechnics in Oyo State, they consistently provide facilities that

guarantee ICT training. Specifically, management of State-owned polytechnics in Oyo State

need to acquire and train administrative staff on ICT facilities that would positively enhance

their work, like Conducting periodic assessment of ICT skill gap needs, providing adequate

ICT facilities which enhance training and providing in-house support team to assist

administrative staff on ICT related challenges. This should improve the performance of

administrative staff in State-owned polytechnics in Oyo State.

Research Question Three: What are the sources of knowledge acquisition of administrative

staff in State-owned polytechnics, Oyo State?

Table 4.1.2.3: Descriptive Analysis of Responses on the Sources of Knowledge

Acquisition of Administrative Staff in State-Owned Polytechnics in Oyo State
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Sources of Knowledge Acquisition VH H L VL Mean

Frequently visiting educational stakeholders to
acquire new knowledge

7
(2.7%)

78
(29.9%)

102
(39.1%)

74
(28.4%)

2.03

Acquire new knowledge sourced from institutional
developmental needs

109
(41.8%)

105
(40.2%)

39
(14.9%)

8
(3.1%)

2.41

Acquire knowledge from educational regulatory
authorities

83
(31.8%)

121
(46.4%)

49
(18.8%)

8
(3.1%)

3.07

Periodically attend educational seminars to acquire
new knowledge to improve service quality

80
(30.7%)

103
(39.5%)

68
(26.1%)

10
(3.8%)

2.97

Attend local administrative submit to acquire new
knowledge

65
(24.9%)

100
(38.3%)

80
(30.7%)

16
(6.1%)

2.82

Attend international administrative submit to acquire
new knowledge

3
(1.1%)

22
(8.4%)

148
(56.7%)

88
(33.7%))

2.23

Grand mean of knowledge acquisition capability 2.58
Source: Field Survey Data (2022)

Decision Rule: 1.00 – 1.49 (Very Low), 1.50 – 2.49 (Low), 2.50 – 3.49 (High), 3.50 – 4.00

(Very High).

Result in Table 4.1.2.3 shows that 2.7% of the respondents rated very high that they visit

educational stakeholders frequently to acquire new knowledge, 29.9% high, 39.1% low, and

28.4% very low. On average, the respondents indicated that they visit educational stakeholders

frequently in order to acquire new knowledge has a mean of 2.03. Results also indicated that

41.8% of the respondents rated very high that they acquire new knowledge to fit the institution

development needs, 40.2% high, 14.9% low, and 3.1% very low. On average, the respondents

indicated that they acquire new knowledge to fit the institution development needs has a mean

of 2.41. Results also indicated that 31.8% of the respondents rated very high that they build

relationship with educational regulatory authority, 46.4% high, 18.8% low, and 3.1% very low.

On average, the respondents indicated that they build relationship with educational regulatory

authority has a mean of 3.07.

Results also indicated that 30.7% of the respondents rated very high that they periodically

attend educational seminars to acquire new knowledge to improve service quality, 39.5% high,

26.1% low, and 3.8% very low. On average the respondents indicated that they periodically



117

attend educational seminars to acquire new knowledge to improve service quality has a mean

of 2.97. Results also indicated that 24.9% of the respondents attend local administrative

summit to acquire new knowledge, 38.3% high, 30.7% low, and 6.1% very low. On average,

the respondents indicated that they attend local administrative summits to acquire new

knowledge has a mean of 2.82. Results also indicated that 1.1% of the respondents rated very

high that they attend international administrative summit to acquire new knowledge, 8.4% high,

56.7% low, and 33.7% very low. On average, the respondents indicated that they attend

international administrative summit to acquire new knowledge has a mean of 2.23.

Overall, the weighted mean for knowledge acquisition capability is 2.58 and this suggest that

the respondents fairly agree with many of the statement representing knowledge acquisition

capability of administrative staff in State-owned polytechnics in Oyo State. Specifically, of the

issues such as ‘Frequently visiting educational stakeholders to acquire new knowledge ’ with a

mean of 2.03, ‘Acquire new knowledge to fit the institution development needs’ with a mean

of 2.41, ‘Periodically attend educational seminars to acquire new knowledge to improve

service quality’ with a mean of 2.97, ‘Attend local administrative summit to acquire new

knowledge’ with a mean of 2.82, and ‘Attend international administrative summit to acquire

new knowledge with a mean of 2.23 reinforce the low level of knowledge acquisition

capability of administrative staff of State-owned polytechnics in Oyo State. Management of

State-owned polytechnics in Oyo State should endeavour to provide opportunity for their

administrative staff to engage in activities that develop and enhance the capacity to acquire

new knowledge as it is critical to the success of organisational training.

4.1.3 Presentation of Test of Hypotheses

The null hypothesis one which states that organizational training measures has no significant

influence on responsiveness of job performance of administrative staff in State-owned
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polytechnics in Oyo State, Nigeria was tested using multiple linear regression analysis. In the

analysis, the values of responsiveness were regressed on the values of organisational training

sub-measure. The data for organisational training (independent variable) was generated by

summing responses of all variable items respectively while that of responsiveness of

administrative staff (dependent) was generated by adding responses of all items used to

measure the variable. The regression test results are presented in Tables 4.5a-c.

Hypothesis One: Organizational training measures has no significant influence on

responsiveness of job performance of administrative staff in State-owned polytechnics in Oyo

State, Nigeria.

Table 4.5a-c: Summary of Regression Analysis for the Influence of Organisational
Training on Responsiveness of Administrative Staff in State-Owned Polytechnics in Oyo
State
a. Model Summary

Model R R Square Adjusted R Square
Std. Error of the

Estimate
1 .331a .109 .099 .45627
a. Predictors: (Constant), EHTRAIN, ICTRAIN, ASTRAIN
b. ANOVAa

Model Sum of Squares df Mean Square F Sig.
1 Regression 6.569 3 2.190 10.518 .000b

Residual 53.504 257 .208
Total 60.073 260

a. Dependent Variable: Responsiveness
b. Predictors: (Constant), ICT skill, Administrative skill, Automated office equipment handling
skill
c. Coefficientsa

Model

Unstandardized
Coefficients

Standardized
Coefficients

t Sig.B Std. Error Beta
1 (Constant) 1.937 .243 7.958 .000

ICT Skills -.016 .075 -.016 -.211 .833
Administrative skills .176 .099 .151 1.785 .075
Equipment handling skills .212 .076 .222 2.794 .006

a. Dependent Variable: Responsiveness
b. Predictors: (Constant), ICT skill, Administrative skill, Automated office equipment
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handling skill
Source: Researcher’s Field Survey Data (2022)

From the results in Table 4.5a, organisational training has weak positive relationship with the

responsiveness of administrative staff of State-owned polytechnics in Oyo State (R = 0.331).

The coefficient of determination (Adj. R2) of 0.099 shows that organisational training explains

9.9% of the variation in responsiveness of administrative staff of State-owned polytechnics in

Oyo State, while the remaining 99.1% variation in responsiveness of administrative staff is

explained by other extraneous factors other than those examined in this study. Table 4.5b

presents the results of ANOVA (overall model significance) of regression test which revealed

that organisational training has a significant influence on responsiveness of administrative staff

of State-owned polytechnics in Oyo State. This can be explained by the F-value (10.518) and

low p-value (0.000) which is statistically significant at 95% confidence interval. Hence, the

result posited that organisational training taking place in State-owned polytechnics in Oyo

State significantly influenced the responsiveness of administrative staff in the institution.

Furthermore, the results of regression coefficients in table 4.5c, revealed that at 95%

confidence level, a unit change in Equipment handling skills training will lead to a 0.212

increase in the responsiveness of administrative staff of State-owned polytechnics in Oyo State,

given that all other factors are held constant. Of all the organisational training sub-variables

examined, ICT skill and administrative skill training have an insignificant relative influence

while Equipment handling skills training has a significant relative. On the strength of this result

(Adj. R2 = 0.099, F(3,257)= 10.518, p= 0.000), this study rejects the null hypothesis one (H01)

which states that organizational training measures has no significant influence on

responsiveness of job performance of administrative staff in State-owned polytechnics in Oyo

State, Nigeria.
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The null hypothesis two which states that organizational training measures has no significant

influence on work quality of job performance of administrative staff in State-owned

polytechnics in Oyo State, Nigeria was tested using multiple linear regression analysis. In the

analysis, the values of work quality were regressed on the values of organisational training sub-

measures. The data for organisational training (independent variable) was generated by

summing responses of all variable items respectively while that of work quality (dependent)

was generated by adding responses of all items used to measure the variable. The regression

test results are presented in Tables 4.6a-c.

Hypothesis Two: Organizational training measures has no significant influence on work

quality of job performance of administrative staff in State-owned polytechnics in Oyo State,

Nigeria.

Table 4.6a-c: Summary of Regression Analysis for the Influence of Organisational

Training on Work Quality of Administrative Staff in State-Owned Polytechnics in Oyo

State

a. Model Summary

Model R R Square Adjusted R Square
Std. Error of the

Estimate
1 .603a .364 .356 .38077
a. Predictors: (Constant), ICT skill, Administrative skill, Automated office equipment

handling skill

b. ANOVAa

Model Sum of Squares df Mean Square F Sig.
1 Regression 21.317 3 7.106 49.008 .000b

Residual 37.262 257 .145
Total 58.579 260

a. Dependent Variable: Work Quality
b. Predictors: (Constant), EHTRAIN, ICTRAIN, ASTRAIN

c. Coefficientsa
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Model

Unstandardized
Coefficients

Standardized
Coefficients

t Sig.B Std. Error Beta
1 (Constant) 1.032 .203 5.079 .000

ICT Skills -.008 .062 -.008 -.129 .897
Administrative
skills

.176 .082 .153 2.139 .033

Equipment
handling skills

.469 .063 .498 7.401 .000

a. Dependent Variable: Work Quality
b. (Constant) ICT skill, Administrative skill, Automated office equipment handling skill
Source: Researcher’s Field Survey Data (2022)

From the results in Table 4.6a, organisational training has moderately-high positive

relationship with the Work Quality of administrative staff of State-owned polytechnics in Oyo

State (R = 0.603). The coefficient of determination (Adj. R2) of 0.356 shows that

organisational training explains 35.6% of the changes in Work Quality of administrative staff

of State-owned polytechnics in Oyo State, while the remaining 64.4% changes in Work Quality

of administrative staff is explained by other extraneous factors other than those examined in

this study. Table 4.6b presents the results of ANOVA (overall model significance) of

regression test which revealed that organisational training has a significant influence on Work

Quality of administrative staff of State-owned polytechnics in Oyo State. This can be explained

by the F-value (49.008) and low p-value (0.000) which is statistically significant at 95%

confidence interval. Hence, the result posited that organisational training taking place in State-

owned polytechnics in Oyo State significantly influenced the Work Quality of administrative

staff in the institution.

Furthermore, the results of regression coefficients in table 4.6c, revealed that at 95%

confidence level, a unit change in administrative skill training will lead to a 0.176 increase in

the Work Quality of administrative staff of State-owned polytechnics in Oyo State, given that
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all other factors are held constant. Also, a unit change in equipment handling skills training

will lead to a 0.469 increase in the Work Quality of administrative staff of State-owned

polytechnics in Oyo State, given that all other factors are held constant. Of all the

organisational training sub-variables examined, ICT skill have an insignificant relative

influence while Equipment handling skills training has the highest significant relative influence

followed by administrative skill training. On the strength of this result (Adj. R2 = 0.356,

F(3,257)= 49.008, p= 0.000), this study rejects the null hypothesis two (H02) which states that

organizational training measures has no significant influence on work quality of job

performance of administrative staff in State-owned polytechnics in Oyo State, Nigeria.

The null hypothesis three which states that organizational training measures has no significant

combined influence on job performance of administrative staff in State-owned polytechnics in

Oyo State, Nigeria was tested using simple linear regression analysis. In the analysis, the

values of job performance was regressed on the values of organisational training. The data for

organisational training (independent variable) was generated by summing responses of all

variable items respectively while that of job performance of administrative staff (dependent)

was generated by adding responses of all items used to measure the variable. The regression

test results are presented in Tables 4.7a-c.

Hypothesis Three: Organizational training measures has no significant combined influence on

job performance of administrative staff in State-owned polytechnics in Oyo State, Nigeria.

Table 4.7a-c: Summary of Regression Analysis for the Influence of Organizational
Training on Job Performance of Administrative Staff in State-owned Polytechnics in Oyo
State, Nigeria

a. Model Summary

Model R R Square Adjusted R Square Std. Error of the
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Estimate

1 .508a .258 .256 .36338
a. Predictors: (Constant), Organisational Training

b. ANOVAa

Model Sum of Squares Df Mean Square F Sig.
1 Regression 11.920 1 11.920 90.273 .000b

Residual 34.200 259 .132
Total 46.120 260

a. Dependent Variable: Job performance
b. Predictors: (Constant), Organisational Training

c. Coefficientsa

Model

Unstandardized Coefficients
Standardized
Coefficients

t Sig.B Std. Error Beta
1 (Constant) 1.361 .188 7.237 .000

ORG Training .539 .057 .508 9.501 .000
a. Dependent Variable: Job performance
b. (Constant) Organisational Training

Source: Researcher’s Field Survey Data (2022)

From the results in Table 4.7a, organisational training has positive relationship with Job

performance of administrative staff of State-owned polytechnics in Oyo State (R = 0.508). The

coefficient of determination (R2) of 0.258 shows that organisational training explains 25.8% of

the changes in Job performance of administrative staff of State-owned polytechnics in Oyo

State, while the remaining 74.2% changes in Job performance of administrative staff is

explained by other extraneous factors other than those examined in this study. Table 4.7b

presents the results of ANOVA (overall model significance) of regression test which revealed

that organisational training has a significant influence on Job performance of administrative

staff of State-owned polytechnics in Oyo State. This can be explained by the F-value (90.273)
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and low p-value (0.000) which is statistically significant at 95% confidence interval. Hence, the

result posited that organisational training taking place in State-owned polytechnics in Oyo

State significantly influenced the Job performance of administrative staff in the institution.

Furthermore, the results of regression coefficients in table 4.7c, revealed that at 95%

confidence level, a unit change in organisational training will lead to a 0.539 increase in the job

performance of administrative staff of State-owned polytechnics in Oyo State, given that all

other factors are held constant. On the strength of this result (R2 = 0.258, F(1,259)= 90.273, p=

0.000), this study rejects the null hypothesis three (H03) which states organizational training

measures has no significant combined influence on job performance of administrative staff in

State-owned polytechnics in Oyo State, Nigeria.

To evaluate the null hypothesis four, hierarchical regression was applied whereby the analysis

was carried out in the order of hierarchy. A composite score was obtained for organisational

training as adopted by the State-owned polytechnics in Oyo State, Nigeria and were used in the

regression analysis. Also, data for job performance (Y) was created by adding responses of all

items for the variable, while that of sources of knowledge acquisition was obtained from

adding responses of all items for the variable. In addition, an interaction term for organisational

training and sources of knowledge acquisition was obtained by multiplying the composite score

for organisational training and sources of knowledge acquisition. The hypothesis would be

supported if the influence of the interaction of organisational training and sources of

knowledge acquisition on job performance of administrative staff in State-owned polytechnics

in Oyo State is statistically significant. The results of the analysis step by step are presented in

Table 4.8a-c.
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Hypothesis Four: Sources of knowledge acquisition has no significant moderating influence

on the relationship between organization training and job performance of State-owned

Polytechnics, Oyo State, Nigeria.

Table 4.8a-C: Summary of Hierarchical Regression Analysis for the Intervening
Moderating Influence of Sources of Knowledge Acquisition on the Interaction between
Organisation Training and Performance of Administrative Staff in State-Owned
Polytechnics in Oyo State, Nigeria

c. Model Summary

Mode
l R

R
Squar
e

Adjusted
R Square

Std. Error
of the

Estimate

Change Statistics

R Square
Change

F
Change df1 df2

Sig. F
Change

1 .508a .258 .256 .36338 .258 90.273 1 259 .000
2 .551b .304 .299 .35273 .046 16.878 1 258 .000
3 .556c .309 .301 .35208 .005 1.952 1 257 .044
a. Predictors: (Constant), OrgTrain, b. Predictors: (Constant), OrgTrain, SKA, c. Predictors:

(Constant), OrgTrain, SKA, OrgSKA

d. ANOVAa

Model Sum of Squares Df Mean Square F Sig.
1 Regression 11.920 1 11.920 90.273 .000b

Residual 34.200 259 .132
Total 46.120 260

2 Regression 14.020 2 7.010 56.343 .000c
Residual 32.100 258 .124
Total 46.120 260

3 Regression 14.262 3 4.754 38.351 .000d
Residual 31.858 257 .124
Total 46.120 260

a. Dependent Variable: Job Performance b. Predictors: (Constant), OrgTrain, c. Predictors:
(Constant), OrgTrain, SKA, d. Predictors: (Constant), OrgTrain, SKA, OrgSKA

e. Coefficientsa

Model

Unstandardized Coefficients
Standardized
Coefficients

t Sig.B Std. Error Beta
1 (Constant) 1.361 .188 7.237 .000

ORG
Training .539 .057 .508 9.501 .000

2 (Constant) 1.260 .184 6.838 .000
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ORG
Training 1.109 .149 1.046 7.428 .000

SKA .536 .130 .579 4.108 .000
3 (Constant) .233 .757 .308 .758

ORG
Training 1.414 .264 1.334 5.351 .000

SKA .171 .292 -.185 -.587 .558
OrgSKA .107 .077 .674 3.397 .044

a. Dependent Variable: Job Performance Note: SKA= sources of knowledge acquisition
Source: Field Survey Data (2022)

Tables 4.8a-c present hierarchical regression results for the moderating effect of sources of

knowledge acquisition on the interactions between organisational training and job performance

of administrative staff in State-owned polytechnics in Oyo State, Nigeria. Results in Table

4.8a-c model one, summarize the output for the analysis if moderation effect is not considered.

Therefore, in this model, the independent variable was organisational training. From table 4.20,

Model 1 reveals that R = 0.508, R² = 0.258, and F(1, 259) = 90.273, p = 0.000. The value of

coefficient of determination, R² indicates that 25.8% of the variance in the job performance of

administrative staff in State-owned polytechnics in Oyo State was explained by organisational

training. The remaining 74.2% of the total variation in job performance is explained by factors

not included in the model. The explained variation in the influence of organisational training

on job performance was found to be significant at p-value of 0.000 which is below the accepted

threshold of 0.05.

In the second step (model 2, Table 4.8a-c), a multiple regression involving organisational

training and sources of knowledge acquisition was introduced in the model as predictor

variables and the results indicates that a change was experienced as R2 change is 0.046

implying that the regression model explains 30.4% of variations in job performance while the

rest (69.6%) are attributed to variables not included in the model. The F-statistics is 56.343

with a corresponding p-value of 0.000 (p˂0.05) indicating that the influence is statistically

significant. In addition, organisational training has a coefficient of 1.109; t-statistic of 7.428,
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and a p-value of 0.000. This implies that organisational training has positive and significant

influence on job performance of administrative staff in State-owned polytechnics in Oyo State.

More so, a unit change in organisational training will have a concomitant 1.109 change in job

performance. The beta coefficient for knowledge acquisition capability is 0.536; t-statistic of

4.108 and a corresponding p-value of 0.000. The result posits that a unit change in sources of

knowledge acquisition would result in a significant 0.536 change in job performance.

The third step involved the introduction of interaction term of organisational training and

sources of knowledge acquisition, using regression model. Result in Table 4.8a-c indicates that

the R square change is 0.005, and F-change of 1.952 with a corresponding p-value of 0.044,

implying that the interaction term of organisational training and sources of knowledge

acquisition have a positive and significant moderating influence on job performance of

administrative staff in State-owned polytechnics in Oyo State, Nigeria (p<0.05). Furthermore,

the interaction term of organisational training and sources of knowledge acquisition has a beta

coefficient of 0.107 and a corresponding p-value of 0.044. Hence, this imply that sources of

knowledge acquisition moderate the influence of organisational training on job performance of

administrative staff of State-owned polytechnics in Oyo State, Nigeria. Based on this result,

this study rejects the null hypothesis four (H04) which states that sources of knowledge

acquisition has no significant moderating influence on the relationship between organisational

training and job performance of administrative staff of State-owned polytechnics in Oyo State,

Nigeria.

4.2 Discussion of Findings

The finding of the first research question shows that the weighted mean for job performance is

3.12 and this suggests that the respondents fairly agree with many of the statement representing

performance of administrative staff of State-owned polytechnics in Oyo State. However, the
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issue such as ‘Quick response to students’ complaint with a mean of 2.97, and ‘Giving

explanation to reasons task cannot be achieved at a specific time’ with a mean of 2.82 shows

that despite an overall mean of 3.12 which shows that level of performance of administrative

staff in State-owned polytechnics in Oyo State is moderately high, the underlining issues

discovered as presented above suggest a lot of effort is needed to ensure that within State-

owned polytechnics in Oyo State, they consistently acquire and train on facilities that would

positively enhance their work, like present the workers with an enabling environment that

allow for performing increased number of tasks and be responsive to the institutional need.

This should improve the performance of administrative staff in State-owned polytechnics in

Oyo State.

The finding of the second research question shows that the weighted mean for job performance

is 3.12 and this suggest that the respondents fairly agree with many of the statement

representing performance of administrative staff of State-owned polytechnics in Oyo State.

However, the issues such as ‘Conducting periodic assessment of ICT skill gap needs to achieve

better performance’ with a mean of 2.23, ‘Providing adequate ICT facilities which enhance

training’ with a mean of 2.38, and Providing in-house support team to resolve challenges that

comes up after the ICT skill training session with a mean of 2.33 shows that despite an overall

mean of 3.13 which shows that level of organisational training in State-owned polytechnics in

Oyo State is moderately high, the underlining issues discovered as presented above suggest a

lot of effort is needed to ensure that within State-owned polytechnics in Oyo State, they

consistently provide facilities that guarantee ICT training. Specifically, management of State-

owned polytechnics in Oyo State need to acquire and train administrative staff on ICT facilities

that would positively enhance their work, like Conducting periodic assessment of ICT skill gap

needs, providing adequate ICT facilities which enhance training and providing in-house
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support team to assist administrative staff on ICT related challenges. This should improve the

performance of administrative staff in State-owned polytechnics in Oyo State.

The finding of third research question reveals that, the weighted mean for sources of

knowledge acquisition is 2.58 and this suggest that the respondents fairly agree with many of

the statement representing sources of knowledge acquisition of administrative staff in State-

owned polytechnics in Oyo State However, the issues such as ‘Frequently visiting educational

stakeholders to acquire new knowledge ’ with a mean of 2.03, ‘Acquire new knowledge to fit

the institution development needs’ with a mean of 2.41, ‘Periodically attend educational

seminars to acquire new knowledge to improve service quality’ with a mean of 2.97, ‘Attend

local administrative summit to acquire new knowledge’ with a mean of 2.82, and ‘Attend

international administrative summit to acquire new knowledge with a mean of 2.23 reinforce

the low level of sources of knowledge acquisition of administrative staff of State-owned

polytechnics in Oyo State. Management of State-owned polytechnics in Oyo State should

endeavour to provide opportunity for their administrative staff to engage in activities that

develop and enhance the capacity to acquire new knowledge as it is critical to the success of

organisational training.

The findings of hypothesis one to three reveal that there is significant influence of combined

measure of organisational training on job performance of administrative staff of State-owned

polytechnics in Oyo State, Nigeria. Hence, the findings of hypothesis one found support in

prior empirical studies. For instance, A study conducted on the Impact of Training on

Employee Performance in a Selected Apparel Sector Organization in Sri Lanka with a sample

size of 60 machine operators1. The method of data collection was survey, and the respective

findings were discussed based on the data collected at that point of time. SPSS version 22 was

used for the data analysis in arriving at the results and the interpretations. The results of
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empirical study discovered that training has a positive impact on performance of operational

level employees at the selected apparel organization. The result of regression analysis indicates

that there is a significant positive impact of training content and operational factors on

employee performance. Upgrading the training content and identifying the training

requirements specifically with a proper training duration are some of the recommendations that

the researchers are suggesting improving employee performance. This study is related to the

present work as they both study training and employee performance. They differ in that as the

present work studied administrative staff in State-owned polytechnic, while the study

conducted above looked at machine operators apparel sector organization.

Impact of Training and Development on the Performance of Employees - A Comparative

Study on Select Banks in Sultanate of Oman is another related study conducted using 75

respondent of bank employees at different managerial cadre from four commercial banks

involving both public and private sector organizations. The public sector banks include

National Bank of Oman (NBO) and Oman Arab Bank and the private sector banks include

Bank Muscat and HSBC Bank. The primary data was collected through questionnaire method

and statistical tools like Pearson Correlation, ANOVA and Regression Analysis were used to

test the proposed alternate hypothesis. Findings in the research study indicate that there exists

a strong correlation between Training and Development practices and Employee Performance

in the select banking organizations. This infers that there exists a positive relationship in

between Training and Development practices and Employee Performance. Organizations

which invest in their employee skills by way of Training and Development activities will

certainly reap the profits through employee productivity. The link between the study and the

present work is that they both study training and performance of employees though using

another area of scope2.
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Furthermore, reviewing research on the Impact of Employee Training on Organizational

Performance3. A Study of Selected Insurance Firms in Abuja-Nigeria. Questionnaire was

administered to population sample of one hundred and twenty (120) employees. Hypothesis

formulated for the study were analyzed using test statistical technique to determine the

relationship that exist between employee training and organizational performance are aware of

and are involved in the training programmes, some employees think otherwise. It was clear that

training programmes in the insurance industry focuses on employees’ career and job. Most of

the employees indicated that training programmes in the insurance industry are not frequent.

Thus, for training programmes to strongly impact on organizational performance therefore

training must be frequently and strategically organized. It was also observed that there is a

considerable effect of employee training on organizational performance due to increase on

productivities, job effectiveness and innovation. The direct correlation was reported between

training and improvement in organizational performance indicators such as sales, market share,

numbers of customers, customer services and new ideas on how to manage issues and claims.

The study reveals that employee training leads to an increase in employee job effectiveness

which means job accuracy, good work, safety practices and quality customer services. This

finding is in agreement with the finding of another scholar that training has a big influence on

performance with attitude, job satisfaction and service delivery. This study is related to the

present work, they studied training and performance and also agreed that training has a positive

influence on job performance in other to improve employee responsiveness and service quality4.

In another similar study, the influence of training and development, employee performance on

job satisfaction among the staff of School of Technology Management and Logistics (STML)

was explored. The purpose of this research paper is to identify the influence of training &

development program and employee performance on job satisfaction among university

academic and administrative staff in STML. The quantitative analysis method of a primary
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source was utilized to collect the data from 81 staff respondents. Responses retrieved were 81.

73 responses were accepted and used for data analysis. The context of this study is in

Universiti Utara Malaysia, Sintok, Kedah (UUM) in the northern region of Malaysia. Seven

Likert scales were used to measure the degree of training & development and employee

performance on job satisfaction. (SPSS) 20.0 was utilized to analyze the collected data. The

result found that training & development and employee performance positively influence on

job satisfaction, and there is a significant relationship between training & development,

employee performance, and job satisfaction. It also established that training & development

and employee performance is an efficient and supportive strategic to organization and

employee success. This paper presents significant theoretical contribution for academic

knowledge purpose and managerial contributions for practitioners.

In another similar study conducted to assess the computer skills needed by secretaries in

colleges of education in north west Nigeria for effective work performance5. The study adopted

the descriptive survey design. Six research questions were raised to guide the study and two

null hypotheses was tested at 0.05 level of significance. The entire population of 252

supervisors of secretaries in colleges of education in North west Nigeria was used for the study.

The findings of the study revealed that secretaries in colleges of education in Nigeria required

requisite computer skills for effective work performance. Conclusions were drawn and it was

recommended amongst others, that secretaries in colleges of education should attend periodic

training and retraining programmes on professional competencies in order to have current

knowledge and competencies to utilize and manage new office technologies in their work

places.

In a study conducted with the aim to find out the effect of motivation on employee

performance of National Bank of Kenya6. In respect to this, the key factor influencing
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motivation specifically training, reward systems; performance appraisals and work-life balance

were analyzed. The target population comprised of the management officials and subordinate

officials totaling to 124. Stratified random sampling was adopted to select a sample size of 95

respondents. Questionnaires were used as the main data collection instrument with which were

personally administered by the researcher. Data analysis was done using descriptive and

inferential statistics aided with SPSS Version 21. Descriptive statistics, involved mean,

standard deviation, frequency distribution and percentages while for inferential statistics

involved bivariate correlation and Multi regression analysis. The study findings would assist

human resource managers, employees of NBK, scholars, policy makers and other relevant

decision makers to establish mechanisms of how to deal with the motivation of employees to

improve performance and its effects. The study adopted descriptive design. The study found

out that motivation had a statistically significant influence on employee performance at the

National Bank of Kenya.

In another study conducted with the aim to examine the effects of training and job promotion

on work motivation and their implications on employee job performance7. The study is

accomplished in the Environment of the South Lampung Regency National Education Office

on 215 respondents. The research design uses a quantitative survey method and data analysis is

based on the structural equation model (SEM) with Amos 24. The results of the study show

that (a) training and promotion had a positive and significant effect on work motivation, (b)

training, promotion and work motivation had a positive and significant effect on job

performance but (c) work motivation did not play any significant role in mediating the effect of

training and job promotion for job performance. While job promotion had a more dominant

direct effect than training in improving employee job performance, efforts to improve

employee job performance will be more productive by providing job promotions to employees.

Another effort is to provide opportunities for employees to attend training regularly. With job
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promotion and training, work motivation will increase, and the impact is that employee job

performance will increase.

Effects of Training on Employee Performance - A Study on Banking Sector, Tangail

Bangladesh was researched in which Training (employee engagement, motivation and job

satisfaction) considered as independent variable whereas dependent variable ‘Employee

Performance’8. Data for the paper have been collected through primary source that are from

questionnaires surveys. The statistical sample of this study at Banking Sector which covers 150

employees of 14 banks located on Tangail District. A survey of 150 employees via self-

administrated questionnaire with the help of stratified sampling technique is conducted with the

response rate of almost 75%. The data have been checked through statistical software SPSS 20

to perform Descriptive analysis, T-test, Correlation, and Regression analysis. Four Hypotheses

are developed to see the effects of all the independent variables on the overall Employee

Performance. The findings were presented using tables and figures. On the role of training the

study showed that general training enhances employee engagement, employee motivation and

job satisfaction. The Hypotheses showed that all these had significant effects on Employee

Performance. That means, this research found that strong relationship exists between employee

training and employees’ performance. The results reveal that the more the employee gets

training, the more efficient their level of performance would be.

The Impact of Training and Development on Employees Performance and Productivity "A case

Study of Jordanian Private Sector transportation companies located in the Southern region of

Jordan. A particular reference is made to the Govern ate of Maan”. A quantitative approach is

used Relevant data was collected through structured questionnaire. Subjects for the study

consisted of 254 employees which constituted 60% of the total target population of 420 people.

254 structured questionnaires were distributed to employees on job location, 212
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questionnaires were returned and only 188 were suitable for statistical analysis. SPSS version

16 has been used to for data analysis. Both descriptive and inferential statistics were used for

data analysis. For this purpose, frequency tables, percentages, means and standard deviations

were computed and substantively interpreted. Inferential statistics like Pearson product

moment correlation coefficient (r) and linear regression were used to determine if there is a

significant positive relationship existed between the independent variables (training and

development) and dependent variables (performance and productivity). The findings indicated

that training and development were positively correlated and claimed statistically significant

relationship with employee performance and productivity. Analysis and interpretations were

made at 0.05 level of significance. The study concluded that training and development have

important impact on employee performance and productivity9.

In the same vein, a study examined the effectiveness of the training programs on employee’s

performance: An empirical study at private sector companies in Saudi Arabia. The researcher

designed and distributed 250 questionnaire forms where he retrieved 230 forms and excluded

30 forms due to the lack of information which means overall sample is 200. The result

indicated that all the variables are positively correlated to each other also the total average

value for domain reality of training was 3.47 which fall in the range of Likert scale between

(3.41- 4.20), which also reflect the respondents agree with private sector companies provide

effective training programs matching up with their expectations however there are some

respondents disagreed about the comprehensiveness of training material and trainer motivate

their trainees. The total average value for domain role of training programs for improving the

employee’s performance was 3.37 which fall in the range of Likert scale between (2.61- 3.40),

which also reflect the respondents were neutral about the role of training programs for

improving the employee’s performance at private sector companies in KSA however some

respondents agreed about the training programs improve their skills and knowledge and assist
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them to solve their problems. The Chi square calculation for the reality of training was (167.2)

at the level of significance (0.00) less than (0.05) which reflects a significant difference in the

respondent's point of view about the reality of training at private sector at KSA also Chi-Square

result for employee’s performance was (9.88) at the level of significance (0.00) less than (0.05)

which reflect a significant differences in the respondent's point of view about the reality of

performance at Saudi Arabia's private sector. Pearson correlation coefficient value was (0.819),

which indicate a positive significant relationship between the training programs and

employee’s performance in private sector companies at KSA. Training is very important for

employee’s performance in acquiring competencies and help organization to retain its

employees through satisfaction and motivation. Globally day by day the world is modernizing

and moving rapidly which is creating many challenges for the organizations. Training can

overcome and make an employee’s capabilities more efficient which also contributes in the

efficiency of the company10.

A study investigated the effect of training and development on employee performance in a

private tertiary institution in Ghana” (Case Study: Pentecost University College (Puc) - Ghana).

The study used the simple random sampling technique to select staff from all levels of

management. A high response rate of ninety-six percent was obtained using the personal

method of data collection, based on which the analysis was made using the frequency tables

and charts. The study found out that employees are aware of the purpose of training in the

organisation, the training objectives are clear to them before the training as well as the

selection criteria. The study also found out that employees are motivated through training; and

training and development results into higher performance. The study recommended that

training and development of all staff should be vigorously pursued and made compulsory11.
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Another study highlighted the systematic approach to training and employee performance of

Murang’a county government, Kenya12. The County government of Murang’a is one such

organization that has been practicing training since its beginning and particularly for the past

five years. The study used a descriptive research design. The population of study was all

county government employees Murang’a County’s 7 Sub counties. The sample was developed

using stratified random sampling technique, the sample size was 10% of the total population.

The primary data was collected by use of self-administered semi-structured questionnaire.

Validity of the questionnaires was ensured through face content and construct validity while

reliability was confirmed using the Cronbach’s alpha with a threshold of 0.7. Data analysis was

done by use of both descriptive and inferential statistics. Descriptive analysis was done using

mean scores and standard deviation and inferential statistics was measured using multiple

regression with 0.5% level of significance using SPSS version 21 software. Data was presented

using tables, charts and graphs. The study established that systematic approach training had a

positive and significant effect on the performance of employees in the County Government of

Murang’a. It was concluded that the county government to a moderate extent employed

training needs analysis as a systematic approach training to improve the capacity of new and

existing employees in their operations. The study concludes that the county government to a

significant extent has enhanced training design development, customization, facilitation and

policy reinforcement. The study concluded that the county had training policies in place but

their implementation, monitoring and feedback were below expectations and evaluated its

training programs however not continuously and was mainly reactionary instead of being a

learning one to enable draw feedback and come up with areas of improvement.

Furthermore, in a related study that examined effect of training on the performance of

university administrative staff in Nigeria using survey design and purposive sampling

technique to collect data from 68 respondents with the help of a 17-item structured
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questionnaire. The respondents consisted of the administrative staff of FUTA. Data for this

study were analyzed using descriptive statistics such as percentage, mean score, standard

deviation, mean ranking, and chi-square was used to test the hypothesis posed for the research

at 5% significant level. Reliability test was carried out with Cronbach Alpha, while the

validation of the research instrument was carried out by a senior lecturer in the Department of

Business Administration, FUTA. The study revealed that training (On the Job and Off the Job)

had a significant effect on the respondents’ performance; however, management did not release

enough funds towards adequate training of the administrative staff. The paper, therefore,

recommended more investment in training the staff in current skills and methods in order to

cope with frequent changes in this contemporary world. These findings are in line with those of

another researcher who stated that training is mainly imparted in two ways: on the job training

which is made available to employees within their daily working environment and off the job

training method which is made available to employees outside their working environment, for

example, conferences, seminars, workshops, among others13.

A study was conducted when investigating assessment of the impact of systematic training and

development on the performance of staff in Niger State polytechnic, Zungeru14. The study

employed a survey research design method. The population included all the academic staff of

the Polytechnic of both Zungeru and Bida Campuses, which stood at two hundred and ninety-

three (293) Staff. Krejcie and Morgan table was used to determine the sample size and arrived

at (169). Multi stage sampling technique was used for the study and Stratified sampling

technique was used in selecting the respondents of a questionnaire and an interview. The data

were generated from both primary and secondary sources. The study used both descriptive and

inferential statistics in describing and analyzing data, Regression analysis was also used as the

tool of analysis. The study reveals that TETFUND intervention was not provided adequately
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and recommended that Government should provide adequate intervention fund to enable the

academic staff to attend training programmes both locally and internationally.

The findings of hypothesis four reveal that there is significant influence of sources of

knowledge acquisition on the relationship between organisational training and job performance

of administrative staff of State-owned polytechnics in Oyo State, Nigeria. Hence, the findings

of hypothesis four found support in prior empirical studies. For instance, In an attempt to

substantiate the interaction between external knowledge acquisition, internal knowledge

transfer, and innovation performance, a scholar demonstrated that the alignment of internal

knowledge transfer and external knowledge acquisition enhance organizational performance in

innovation14. Besides, another scholar emphasized that the contribution of knowledge

alignment to the innovation process depends to a large extent on a work environment that

allows employees to share and assess knowledge through a formal coordination and

communication system within the organization15. In a related study on the relevance of

knowledge acquisition capability to product innovation performance, it was suggested that

organization with strong organizational awareness enables knowledge acquisition capability to

interact with supply capability to significantly influence performance16. By this study, the

researcher responded to the call for publication on ‘‘the exploration of mechanisms that

facilitate the transformation of knowledge from outside a firm into internal-firm innovation

performance’’. Although similarities were shared with another scholar concerning knowledge

acquisition and innovation performance, the moderating variables examined in both studies

differ17. While internal knowledge transfer was considered, organizational awareness was

examined, supply chain network-oriented flexibility148. Nevertheless, both studies upheld the

underlining significance of knowledge acquisition to organizational performance. In a similar

study, a scholar was interested in providing an empirical response to the question: ‘‘when does

knowledge acquisition in R&D alliances increase new product development?’’18. The study
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established that where a firm acquires higher technical knowledge via strategic alliance in

research and development, such a firm is highly likely to achieve better new product

development performance. Further analysis showed that knowledge acquisition had significant

contributions to the firms’ new product development activities in the strategic alliance

activities. Another study revealed that the combined interaction of internal knowledge creation

capability and absorptive capability explained a positive and significant effect on incremental

innovation performance115. However, this positive significant contribution to innovation

performance is preconditioned on organizations that can fit their internal knowledge base with

their external knowledge sources.

Also, a study revealed that inter-organizational knowledge acquisition has a significant positive

impact on firms' radical innovation performance; more so, that absorptive capacity possesses

an indirect effect on the interaction between inter-firm knowledge acquisition and firms' radical

innovation19. A study about how best to achieve significant performance effects of knowledge

acquisition capability were carried out20. The scholars suggested that firms that exhibit

ambidextrous search for knowledge from the external environment stand to achieve higher

innovation performance. In addition, the innovation performance attributable to knowledge

search is premised on the firm innovation activities and the features of the technological

routine in operation in the industry where the firm functions. On what leads to business

failures and on how firms can survive its attendant negative consequences, it was posited that

financial crisis usually escalates the likelihood of business failure. Nevertheless, firms that

deploy the capability to cooperate with vertical business partners (customers and suppliers) and

acquire knowledge in the course of the interaction are highly likely to secure superior

performance hence reducing the effect of business failure in the context of the manufacturing

industry21. By their implication and capability to acquire knowledge presents firms with a rare

opportunity to survival a turbulent environment bedeviled by the financial crisis.
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In another study conducted for the assessment of a Nigerian Dental School Implant Training

Programme Using Short-and Long-Term Knowledge Acquisition of Students22. The study used

a cross-sectional study of undergraduate final year students with data collected using a self-

administered questionnaire. The questionnaire elicited information on socio-demographic

characteristics of the respondents, knowledge of dental implants, satisfaction and adequacy of

implant education as well as interest in practicing implant dentistry. On the first day, the

participants were given 20 minutes to complete the questionnaire to assess their baseline

knowledge (L0). Then a series of lectures covering various aspects of implant dentistry was

delivered to the participants. At the end of the lecture series, the participants were administered

the same questionnaire (L1) to assess their knowledge acquisition. Three months later, the

participants were administered the same questionnaire (L2), to assess their knowledge retention.

The data so obtained was analysed using IBM SPSS version 21.0. Chi square test, ANOVA

and Student’s T- test were performed. There was statistically significant difference in mean

between L0 (5.53±2.816) and L1 (9.08±2.614) (3.55; p=0.001). There was increased

satisfaction with the level of implant education received, level of interest and preparedness to

practice implant dentistry from L0 to L1 with a decrease at L2. The dental implant programme

which consisted of only didactic lectures is an effective method of knowledge acquisition in

implant dentistry but does not translate to equal knowledge retention. Therefore, more is

needed to improve dental implant training at the undergraduate level.

Knowledge management and knowledge assets have gained much prominence in recent years

and are said to improve organizational performance23. Knowledge capture and acquisition

mechanisms enhance organizational memory and performance. In a study to investigate the

knowledge capture and acquisition mechanisms at Rongo University using purposive sampling

to determine interview participants while questionnaire respondents were selected through

stratified random sampling. Qualitative and quantitative data was analyzed using SPSS. This
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revealed the various knowledge capture and acquisition mechanisms at Rongo University. It

was also established that the University encountered various challenges in knowledge capture

and acquisition and lacked some essential knowledge capture and acquisition mechanisms. In

this regard, this study proposed knowledge capture and acquisition guidelines that may be

adopted by the University to enhance its organizational memory and performance.

Additionally, an especially critical step of KM is knowledge acquisition and sharing, which

makes up for knowledge gaps to achieve a higher level of organisational performance.

Organisational practice turns to solutions more and more, which acquire the necessary

knowledge with the help of external sources. A possible solution is employing interim

managers, who have gained extensive knowledge by solving the problems of different

organisations. Knowledge Acquisition – Sharing Based on Interim Manager Experiences

conducted by24, the method of data collection was structured in-depth interview that was

evaluated using the NVivo program. The result shows that, in most cases, managerial and

professional knowledge is also transferred, and the interim managers are valuable to enterprises

for their tacit knowledge. Knowledge transfer and development result from collaboration,

knowledge generation through shared thinking, and knowledge development through that

individual solve complex problems independently. In every case, a prerequisite of successful

knowledge transfer (and its integration into organisational memory) is the trust developed

between the sponsor and the interim manager. In a study on knowledge acquisition capability,

strategic response capability, and organizational performance: a mediation analysis25. The

cross-sectional survey is designed with a sample of 343 employees from multiple industries;

including banks, insurance, FMCGs, telecoms and small and medium enterprises in Oyo State,

Nigeria. The study examined the effect of knowledge acquisition capability on organizational

performance of firms in multiple industries in Oyo State, Nigeria, more so, it investigated the

indirect effect of strategic response capability on the interaction between knowledge
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acquisition capability and organizational performance. The results show that knowledge

acquisition capability has a positive and significant effect on organizational performance (R2

=0.306, F (1,341) = 150.057, β= 0.489, t= 12.250, p= 0.000),). Further analysis shows that

when strategic response capability was incorporated into the model as a multiple regression

analysis, (Adj. R2 = 0.462, F(2,340) =148.135 p= 0.000) reveals that while the coefficient of

strategic response capability had significant effect (β=0.732, t= 10.092, p= 0.000) on

organizational performance, the coefficient of knowledge acquisition capability became

insignificant (β= -0.084, t= -1.262, p= 0.208) suggesting that a full mediation effect was

established. The findings suggest that knowledge acquisition benefit organizational

performance through the deployment of strategic response capability. Therefore, the study

recommended that firms should strengthen their competency to develop innovative means of

acquiring knowledge either from within or outside the organization, more so they should

develop highly creative means to respond to both competitive rivalry and environmental

challenges. This is because both capabilities can be adopted as competitive strategies in

responding to changing environment and achieving significant superior performance.

Indicators system for assessing the organizational knowledge acquisition process was a study

conducted to develop a managerial instrument in order to measure each step of knowledge

acquisition process, the main objective is to elaborate an indicators system with the purpose to

assess the environmental knowledge acquisition process using sample of 182 respondents26.

The main results of this approach are: development of a methodology in order to elaborate an

indicators system associated to knowledge acquisition process; development of an indicators

system in order to assess the steps which characterizes the environmental knowledge

acquisition process. The results are based on research that addresses knowledge acquisition

process within organization from NE area of Romania.
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Furthermore, a conceptual paper knowledge acquisition and firm competitiveness: the role of

complements and knowledge source aims to propose positive and negative firm

competitiveness effects of knowledge acquisition of pertinent, irrelevant and erroneous

knowledge based on its distinctiveness, the source of knowledge and the presence of firm

complements27. Aspects of knowledge acquisition from the innovation, knowledge and routines

literatures are integrated to create propositions showing the effects of knowledge acquisition on

firm competitiveness. The propositions emphasize the importance of increased managerial

attention and understanding of potential problems of new knowledge acquisition. Moreover,

managers should pay particular attention to their firm’s existing complements when assessing

knowledge acquisition benefits. The positive value of firm knowledge receives substantially

more research attention than the potential negative effects. The paper identifies the

competitiveness effects of acquiring pertinent, irrelevant or erroneous knowledge. Increased

attention on the interaction of new knowledge and complements illustrates the positive and

negative effects on firms.
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Chapter Five

Conclusion

This chapter presents and discusses the summary of findings, conclusions and provides useful

recommendations, contributions to knowledge and suggestions for further studies.

5.1 Summary of Findings

The data generated were sorted, coded, and analyzed to establish the statistical significance of

the influence of organizational training on job performance moderated by sources of

knowledge acquisition, Nigeria, and final acceptance of the hypotheses were made. From the

interpretation of analyses of data collected and findings of the study, the following can be

summed up as the main empirical findings of this study:

1. The level of job performance of administrative staff in State-owned Polytechnics in

Oyo State is moderately high.

2. The level of organizational training opportunities given to administrative staff in State-

owned Polytechnics in Oyo State is moderately high.
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3. There are many sources of knowledge acquisition programmes available for

administrative staff in State-owned Polytechnics in Oyo State.

4. Organizational training measures influence responsiveness of administrative staff in

State-owned Polytechnics in Oyo State, Nigeria.

5. Organizational training measures influence work quality of administrative in State-

owned polytechnics in Oyo State, Nigeria.

6. Combined organizational training measures influence job performance of

administrative staff in State-owned polytechnics in Oyo State, Nigeria.

7. Sources of knowledge acquisition influence the relationship between organization

training and job performance of administrative staff in State-owned Polytechnics, Oyo

State, Nigeria.

5.2 Conclusion

Based on the results, institutions regardless of their size have in principle that job performance

is important for success. The essence of performance is significant when it comes to defining

success of an institution, the need to enhance training among employees and improve

knowledge acquisition among administrative employees of the Oyo States polytechnics is

critical because it is key to better job performance. On the other hand, organizational training

influence job performance by helping to enhance employee skills, knowledge and abilities in

order to achieve the institutions set out objectives. Also, regular training, and exposure to

proper training programmes like seminars, team training and staff mentoring will remind them

on the appropriate knowledge to be acquired and will also create opportunity for the staff on

how to make use of the method in executing their job to improve performance.

5.3 Recommendations

Based on the findings in this study, the following recommendations were made:
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1. Management of State-owned Polytechnics in Oyo State need to ensure that all factors (ICT

skills, administrative skills, and automated office equipment handling skill) that aid quality

of job and timely completion of job by administrative staff should be made available so as

for the administrative staff to improve their performance.

2. Organisational training programmes (seminars, conferences, workshop etc) should be

regular for administrative to improve their performance.

3. Administrative staff of the State-owned Polytechnics should empower and encourage to

acquire up-to-date knowledge in other to improve job performance.

4. Since ICT skills positively and significantly influence job performance of administrative

staff, the management of State-owned Polytechnics in Oyo State should create encouraging

environment for staff to have regular ICT training in other to improve performance.

5. Since administrative training positively and significantly influence job performance of

administrative staff in State-owned Polytechnics in Oyo State, management of these

polytechnics should focus on organizing and sponsoring the staff for specialized

administrative training to enhance administrative performance of the staff.

6. Since automated handling equipment skill enhance job performance of administrative staff

of State-owned Polytechnics in Oyo State, staff should be provided with office equipment

to improve performance.

7. Since there is significant combined influence of organizational training measures on job

performance in State-owned Polytechnics in Oyo State, staff should be provided with

regular training with provision of necessary equipment as motivation so as to improve job

performance.

8. Since sources of knowledge acquisition strongly influence organization training and job

performance of State-owned Polytechnics, Oyo State, administrative staff should always
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should frequently visit educational stakeholders to acquire new knowledge in other to

improve performance.

5.4 Contribution to knowledge

This study offers significant contribution to literature conceptually, theoretically, and empirical.

Conceptually, the study focused on identifying gaps in literature pertaining to knowledge

acquisition, organizational training and job performance. The conceptual framework of this

study equally offers conceptual contribution as it was constructed by the researcher to analyze

the gaps identified in literature. The model combined independent variable (organizational

training) and dependent variable (job performance) moderated with sources of knowledge

acquisition. The model also can be adapted to suite future studies.

From the theoretical stand point the Self Determination Theory was strengthened. The theory

suggests that people are motivated to grow and change by three innate and universal

psychological needs. This theory suggests that people are able to become self-determined when

their needs for competence, connection, and autonomy are fulfilled. Three basic psychological

are needed to motivate the self to initiate behavior and specify essential nutrients for individual

psychological health and well-being. These needs are said to be the universal and innate need

for autonomy, competence, and relatedness. “Self-determination Theory explains the factors of

intrinsic motivation (autonomy, competence, and relatedness) and of extrinsic motivation

(internalization and integration) that support personality development and behavioral self-

regulation to improve personal wellbeing and performance of people in organizations and

society.” This study’s results are in accordance with these theoretical perspectives.

Empirically, the study is able to add to recent literature on the interaction among organisational

training and job performance being moderated with knowledge acquisition capability. Though,

studies on organisational training and job performance moderated with sources of knowledge

https://en.wikipedia.org/wiki/Autonomy
https://en.wikipedia.org/wiki/Competence_(human_resources)
https://en.wikipedia.org/wiki/Social_relation
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acquisition abound in developed economy context, however empirical study from developing

countries like Nigeria seems to be few in this regard. This means not much is known about

using organizational training and sources of knowledge acquisition to reinforce job

performance of administrative staff in State-owned Polytechnics in Oyo State, Nigeria. Hence

by the findings of the four null hypotheses examined, the study become a basis for reference

for future study on sources of knowledge acquisition, organizational training and job

performance. Moreover, the study provides findings which later scholars can use to buttress the

empirical submissions in their study.

Overall, these above-mentioned points lay emphasis on the fact that this study offers significant

contribution to knowledge and has practical implication for the management of State-owned

Polytechnics in Oyo State, Nigeria.

5.5 Area of Further Research

This study focused on influence of organizational training on job performance of

administrative staff of State-owned Polytechnics in Oyo State, Nigeria which was moderated

with administrative staff sources of knowledge acquisition. Nevertheless, to further broaden the

frontiers of knowledge, the following areas of studies are suggested for further research.

1. The present study was carried out in the three Oyo State-owned Polytechnics,

further studies in the area of sources of knowledge acquisition; organizational

training and job performance can as well be carried out in other tertiary institutions

so as to be able to extend the knowledge gained from this work to all tertiary

institutions in the State.

2. This study investigated sources of knowledge acquisition, organizational training on

job performance of administrative staff of Oyo State-owned Polytechnics, a

comparative study with tertiary institutions in Oyo State and other tertiary
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institutions in the country such as Osun, Lagos etc may be considered in the nearest

future.

3. A cross-sectional survey design was used in the course of the study, and this means

evidence of causality cannot be established hence, future study may consider the

longitudinal survey design to explain causality on a long period of time.

4. The present study was carried out among administrative staff, further research work

may look into the academic staff of these Polytechnics to establish a good job

performance in all sector of the Polytechnics which will create no room for failure

of staff.

Bibliography

Books

Amin A., & Roberts J. Knowing in Action: Beyond Communities of Practice, Research Policy,
37, pp. 353-369, 2016.

Beazley H., Boenisch J. & Harden D., Continuity Management: Preserving Corporate
Knowledge and Productivity When Employees Leave, New Jersey: John Wiley and
Sons. 2002. ISBN:0471219061

Buono A. F. & Poulfelt F. Challenges and Issues on Knowledge Management, Information
Age Publishing, USA. 2015.

Davenport T., & Prusak L., Working Knowledge, Second Edn, Harvard Business Press, USA.
2015.

Debowski S., Knowledge Management,Milton: John Wiley & Sons, Australia, 2015.

Deci E. L., & Ryan R. M., Human Autonomy: The Basis for True Self-esteem, In M. Kernis
(Ed.), Efficacy, Agency, and Self-esteem, 3149. New York: Plenum, 1995.

Dias L. P. Beginning Management of Human Resources, Accessed, March, 2021.
http://2021books.lardbucket.org/

Guan J., & Ma N., Innovation Capability and Export Performance of Chinese firms,
Technovation, 23, 9, 2015, pp. 737-47.

Huang W. Job Training Satisfaction, Job Satisfaction, & Job Performance. 2019.
10.5772/intechopen.89117.

http://2021books.lardbucket.org/


153

International Association of Administrative Professionals “History of the Secretarial
Profession,” 2009.

Knowledge: Definition of Knowledge in Oxford Dictionary (American English)
(US)". oxforddictionaries.com. Archived from the original on. 14 July 2010.

Kaplan R., & Norton D., The Balanced Scorecard: Measures that Drives Performance,
Harvard Business Review, 70, 1, 1992, 71-79.

Lex D., Searching for the Future of HRD, Advances in Developing Human Resources, 5, 3,
2003, 241-244.

Lim S. Y., The Value of Knowledge for Extended Enterprises, In: Choucri N., Mistree D.,
Haghseta F., Mezher T., Baker W. R. and Ortiz C. I. (Eds.) Mapping Sustainability
Knowledge E-Networking and the Value Chain, Dordrecht: Springer, 177-208, 2007.

McElroy M. W., The New Knowledge Management: Complexity, Learning and Innovation,
New York: Butterworth-Heinemann, 2015.

Mugenda O., & Mugenda A., Research Methods: Quantitative and Qualitative Approaches,
Nairobi: Act Press, 2016.

Nel P. S., Kirsten M. & Erasmus B., South African Employment Relations, Pretoria: Van
Schaik, 7th Ed, 2012, ISBN: 9780627029448

Noe R. A. Employee Training and Development. New York: McGraw-Hill/Irwin, 5th Ed.,
2010.

Oxford Online Dictionary. The Oxford Dictionaries Word of the Year 2015, Available at:
http://oed.com/html accessed 18 December 2015.

Powell M., Information Management for Development Organizations, 2nd Ed. Oxford:
Oxfam GB, 2015.

Psacharopoulos G. & Woodhall M., Education for Development: An Analysis of Investment
Choice, New York: Oxford University Press, 1986.

Simon M., Limitations of Human Capital Theory, United Kingdom: UCL Institute of
Education, 30 June 2017.

Tiwana A., The Knowledge Management Toolkit: Orchestrating IT, Strategy and Knowledge
Platforms, Prentice Hall, Upper Saddle River, 2nd edn., 2002. ISBN8131706354

Conferences Proceedings

Afiouni F., Human Resource Management and Knowledge Creation: A Knowledge-Based
Perspective, Proceedings of the 5th International Conference on Intellectual Capital and
Knowledge Management, New York: New York Institute of Technology, 2016, pp1-
8.

https://web.archive.org/web/20100714023323/http:/www.oxforddictionaries.com/view/entry/m_en_us1261368
https://web.archive.org/web/20100714023323/http:/www.oxforddictionaries.com/view/entry/m_en_us1261368
http://oxforddictionaries.com/view/entry/m_en_us1261368
http://oed.com/html%20accessed%2018%20December%202015


154

Alexandria V. A. “Investment in Talent Development,” American Training Development
Research, December, 2019.

Deci E., & Ryan R., A Motivational Approach to Self: Integration in Personality'. In R.
Dienstbier (Ed.), Nebraska Symposium on Motivation: Perspectives on Motivation,
Lincoln: University of Nebraska Press, 38, 1991, pp237–288.

De Long D. W., & Davenport T. H., Better Practices for Retaining Organizational Knowledge:
Lessons from the Leading Edge, Employment relations today, 30, 3, 2015, pages 51-
63.

Hamid A. A., Subaini K. N., & Zaaba S. N., “Training Effectiveness and Employee
Performance in a Malaysian Government-linked Company”, 8th International
Economics and Business Management Conference, (2017). Retrieved from
esearchgate.net/publication/326722487_Training_Effectiveness_And_Employee_Perfo
rmance_In_A_Malaysian_GovernmentLinked_Company

Mario C. Theories of Self- determination, CNR – National Research Council of Italy, Torino,
Italy, April, 2019. DOI: 10.1007/978-3-319-31816-5_3710-1

Okolocha C. & Osahon M., “Professionalism in the Secretarial Profession.” International
Educative Research Foundation, 2015.

Ozkeser B. Impact of Training on Employee Motivation in Human Resources Management, 3rd
World Conference on Technology, Innovation and Entrepreneurship (WOCTINE),
804, 2019.

Journals

Abdullahi B. A., NuhuTukur I., Jibril A. T. & Najahatu A.R., Impact of Systematic Training
and Development on the Performance of staff in Niger State Polytechnic, Zungeru.
Journal of African Sustainable Development,Vol. 13, No.2, 2020, pp44-56.

Adom D. & Hussein E. K., & Agyem J.A, “Theoretical and Conceptual Framework:
Mandatory Ingredients of a Quality Research,” International Journal of Scientific
Research, 7, 1, January 2018.

Afroz N. N., Effects of Training on Employee Performance - A Study on Banking Sector,
Tangail Bangladesh, Global Journal of Economics and Business, 4, 1, 2018, 111 –
124.

Ahmadan S., Azarshabi S. & Paulhus D., Explaining Donald Trump Via Communication Style:
Grandiosity, Informality and Dynamism, Personality and Individual Difference, Vol
107, 2017, pp49 – 53. Doi.org/10.1016/j.paid.2016.11.018

Ajayi M. O. & Okhankhuele O. T., Effect of Training on the Performance of University
Administrative Staff in Nigeria, International Journal of Technology and
Management Research, 4, 1, 2019, 1－22.

Ampoamah P., The Effect of Training and Development on Employee Performance in a Private
Tertiary Institution in Ghana, (Case Study: Pentecost University College (Puc) -



155

Ghana), Asian Journal of Social Sciences and Management Studies, 3, 1, 2016, 29-
33.

Armah-Ansah & Quartey R. Effects of Training on Employee Performance in Ga East Hotel,
Acta Scientific Paediatrics, 2, 7, 2019, 02-07.

Awan U., Arnold M. G., & Gölgeci I., Enhancing Green Product and Process Innovation:
Towards an Integrative Framework of Knowledge Acquisition and Environmental
Investment, Business Strategy and the Environment, 30(2), 2021, 1283-1295.

Bencsik A., Godany Z. & Mathe A. D., Knowledge Acquisition–Sharing Based on Interim
Manager Experiences, International Journal of Business and Administrative
Studies, 5, 5, 2019, pp. 282-293. https://dx.doi.org/10.20469/ijbas.5.10003-5

Bloodgood J. M. Knowledge Acquisition and Firm Competitiveness: The Role of Complements
and Knowledge Source, Journal of Knowledge Management, 23, 1, 2019, pp.46-66.
https://doi.org/10.1108/JKM-09-2017-0430

Bose B. Knowledge Management Capabilities and Infrastructure for E- commerce, Journal of
Computer Information Systems, 42, 5, 2015, pp. 40-49.

Byrne Z. S., Peters J. M. & Weston J. W., The Struggle with Employee Engagement Measures
and Construct Clarification Using Five Samples, Journal of Applied Psychology, 101,
2016, pp1204.

Carlsson B., Jacobsson S., Holmen M., & Rickne A., Innovation System: Analytical and
Methodological Issues, Research Policy, 31, 2, 2015, pp. 233-45.

Chahtli R., Batool N. & Javed U. “Impact of Training and Development on Employees”
Perceived Performance and Productivity,” Palarch’s Journal of Archaeology of
Egypt/Egyptology, 18 (14), 2018, 688-697. ISSN 1567-214x.

Chen L., & Mohamed S. Contribution of Knowledge Management Activities to Organizational
Business Performance, Journal of Engineering, Design and Technology, 6(3), 2008,
269-285.

Cososchi D. G. L., A. Luca, L. M. Lupu & Herghiligiu I. V. Indicators System for Assessing
the Organizational Knowledge Acquisition Process, Environmental Engineering and
Management Journal, 17, 4, April 2018, 937-950.

Coxen, L., van der Vaart, L., van den Broeck, A., & Rothmann, S., Basic Psychological Needs
in the Work Context: A Systematic Literature Review of Diary Studies, Frontiers in
Psychology, 2021, 12.

Davidesce A. A. M., A. Simona-Andreea, P. Andreea & C. Ionut. Work Flexibility, Job
Satisfaction, and Job Performance among Romanian Employees— Implications for
Sustainable Human Resource Management," Sustainability, July 2020, 1 - 53.
doi:10.3390/su12156086



156

Deci E. L. Effects of Externally Mediated Rewards on Intrinsic Motivation, Journal of
Personality and Social Psychology, 18, 1971, pp105–115.

Donohoe A. Employee Performance Definition, Last modified: June 07, 2019, Accessed:
March, 2021. https://bizfluent.com/facts-7218608-employee-performance-
definition.html

Egbunefu C. & Ubani C. Information Application Packages Skills Required by Office
Management and Technology Graduates for Improved Job Performance in Rivers State,
Journal of Educational Realities-JERA, 10, 1, Jan/March 2020.

Eigen M., Self-Organization of Matter and the Evolution of Biological Macro-Molecules,
Naturwissenshaften, 1971, 58.

Enabulele J. E., & Ehizele A. O. Assessment of a Nigerian Dental School Implant Training
Programme Using Short-and Long-Term Knowledge Acquisition of Students, Nigerian
Journal of Medical and Dental Education, 1, December 2019, 1 and 2.

Enakrire, R.T. & Ocholla, D.N., Information and Communication Technologies for Knowledge
Management in Academic Libraries in Nigeria and South Africa, SA Journal of
Information Management, 19, 2017, 9.

Eunice K. A., Irele A. O., Agunbiade F. J. & George-Kayode B., “ICT for Effectiveness and
Job Performance of Staff in the Universities in Nigeria,” Texila International Journal
of Academic Research, Dec, 2019.

Ezeonwurie O. A., Assessment of Information and Communication Technology Skills Needed
by Secretaries in Colleges of Education in Northwest Nigeria for Effective Work
Performance, Vol 2, No. 3, 2018, 82-93.

Falle S., Rauter R., Engert S.& Baumgartner R. L. Sustainability Management with the
Sustainability Balanced Scorecard in SMEs: Findings from an Austrian Case Study,
Sustainability, 8, 6, June 10 2016, 545. https://doi.org/10.3390/su8060545

Fasae F. B. K. & Ajayi J. K. Ergonomic Environment, Information and Communication
Technology (ICT) and Secretarial Efficiencies in Tertiary Institutions in Ekiti State,
Nigeria, European Journal of Business and Management, 11, 2019, 23.

Gachengo V. & Wekesa S., Influence of Motivation on Employee Performance: A Case of
National Bank of Kenya, International Journal of Business, Management and Social
Research, 03, (02), 2017, 179.

Gaviria-Marin, M., Merigó, J. M. & Baier-Fuentes H, Knowledge Management: A Global
Examination Based on Bibliometric Analysis, Technological Forecasting and Social
Change, 140, 2019, 194-220.

Gerwen N. V., Buskens V. & Lippe T. V. Employee Cooperative Behavior in Organizations: A
Vignette Experiment on the Relationship between Training and Helping Intentions,
International Journal of Training and Development, 22:3, 2018. doi:
10.1111/ijtd.12128



157

Gibson, C.B., Gibson, S.C., & Webster, Q., Expanding Our Resources: Including Community
in the Resource-Based View of the Firm, Journal of Management, 47, 2021, 1878 -
1898.

Ghaffari, S., Shah, I.M., Burgoyne, J.G., Nazri, M., & Salleh, J.R., The Influence of Motivation
on Job Performance: A Case Study at Universiti Teknoligi Malaysia, Development
Economics: Regional & Country Studies eJournal, 2017.

Grant R. M., Nonaka’s “Dynamic Theory of Knowledge Creation” (1994): Reflections and an
Exploration of the “Ontological Dimension.” Towards Organizational Knowledge,
2013,77–95. doi:10.1057/9781137024961_5

Gunasekare U. L. T. P. Self Determination Theory (SDT): A Review on SDT as a
Complementary Theory of Motivation, Kelaniya Journal of Human Resource
Management, 11,1, 2016, pp.58. DOI: http://doi.org/10.4038/kjhrm.v11i1.28

Hajjar S.T.E. & Alkhanaizi M. S. Exploring the Factors that Affect Employee Training
Effectiveness: A Case Study in Bahrain, June, 2018.
http://dx.doi.org/10.1177/2158244018783033

Hamdoun M., Chiappetta-Jabbour C., & Ben othmene H., Transfer and Organizational
Innovation: Impacts of Quality and Environmental Management, Journal of Cleaner
Production, 2018, 193. 10.1016/j.jclepro.2018.05.031.

Hamilton J., Stevens G. & Girdler S. Becoming a Mentor: The Impact of Training and the
Experience of Mentoring University Students on the Autism Spectrum, April 12, 2016.
https://doi.org/10.1371/journal.pone.0153204

Hidayat R. & Budiatma J. Education and Job Training on Employee Performance,
International Journal of Social Sciences and Humanities, 2, 2, April, 2018.
http://dx.doi.org/10.29332/ijssh.v2n1.140

Hofer-Alfeis J., Knowledge Management Solutions for the Leaving Expert Issue, Journal of
Knowledge management, 12, 4, 2016, pages 44- 54.

Holden L. & Biddle J., The Introduction to Human Capital Theory into Education Policy in the
United States, History of Political Economy, 49, 2017, 537-574. 10.1215/00182702-
4296305.

Inuwa M.. Job Satisfaction and Employee Performance: An Empirical Approach, The
Millennium University Journal, 1, 1, December 2016.

Jain P., Personal Knowledge Management: The Foundation of Organizational Knowledge
Management, South African Journal of Libraries and Information Science, 77(1):
2011, p1-14.

Jain P., Knowledge Management in E-government, Journal of Knowledge Management
Practice, 10(4): 2016, 1-10.

Jevana R. J. Research on Effective Training Method in Organizations – A Millennials Need,
International Journal of Innovative Research and Advanced Studies (IJIRAS), 4, 5,
May, 2017.



158

Kim J., Lee S. M., & Oslon L. D., Human Effect of Knowledge Sharing: Cooperative Type and
Reciprocity Level in Community of Practice. In: M. E. Jennex, (ed.) Current issues in
knowledge Management, Information Science Reference. New York: Hershey, 2016,
66-85.

Koeglreiter G., & Torlina L., Community of Practice: Aligning Knowledge Work with
Organizational Knowledge Strategy, In M.E. Jennex (ed.) Current issues in
knowledge Management, Information Science Reference. New York: Hershey, 2015,
206-226.

Kuruppu C. L., Kavirathne C. S. & Karunarathna N., The Impact of Training on Employee
Performance in a Selected Apparel Sector Organization in Sri Lanka, Global Journal
of Management and Business Research: An Administration and Management, 21,
2, 2021.

LaMonica D. P., The Case for Knowledge Management at DPA: Is What We Don’t Know
Hurting Us? Journal of Knowledge Management Practice, Available:
http://www.tlainc.com/articl22.htm Accessed 10 June, 2010. 2015.

Legault L., Self-Determination Theory, Clarkson University, Potsdam, NY, USA, June, 2017.
DOI: 10.1007/978-3-319-28099-8_1162-1

Li Z., Gupta B. & Casimir G., Combinative Aspect of Leadership Style and Emotional
Intelligence, Leadership and Organization Development Journal, 109, 2016. DOI:
10.1108/LODJ-04-2014-0082

Liu L., & Zhang H., How Does Inter-Organizational Relational Governance Propel Firms’
Open Innovation? A Conditional Process Analysis, Sustainability, 13(18), 2021, 10209.

Lopez S. P., Peon M., & Ordas J. Managing Knowledge: The Link between Culture and
Organizational Learning, Journal of Knowledge Management, 8 (6), 2015, 93-104.

Madsen L., Mosakowski E. & Zaheer S., The Dynamics of Knowledge Flows: Human Capital
Mobility, Knowledge Retention and Change, Journal of Knowledge Management, 6
(2): 2015, 164-176.

Mäkikangas A., Kinnunen U., Feldt T. & Schaufeli W., The Longitudinal Development of
Employee Well-being: A Systematic Review, An International Journal of Work,
Health & Organizations, 30, 1, January 2016, 46 - 70.
https://doi.org/10.1080/02678373.2015.1126870

Motlokoa M. E., Sekantsi L. P. & Monyoloc R. P. The Impact of Training on Employees’
Performance: The Case of Banking Sector in Lesotho, International Journal of
Human Resource Studies, 8, 2, March 2018. https://doi.org/10.5296ijhrs.v8i212812

Niati, D. R., Siregar, Z. M. E. & Prayoga, Y, The Effect of Training on Work Performance and
Career Development: The Role of Motivation as Intervening Variable. Budapest
International Research and Critics Institute (BIRCI-Journal): Humanities and
Social Sciences, 4(2), 2021, 2385-2393.



159

Nonaka I., & Takeuchi H., A Dynamic Theory of Organizational Knowledge Creation,
Organization science, 5, 1: 1995, 14-37.

Nonaka I., Krogh G. & Voelpel S., Organizational Knowledge Creation Theory: Evolutionary
Paths and Future Advances, Organization Studies, 27(8), 2006, 1179–1208.

Nassary R. P., “The Effects of Training on Employees‟ Performance in Public Institutions: A
Case of Arusha Municipality, Tanzania”, International Journal of Research and
Innovation in Applied Science (IJRIAS), Volume V, Issue IX, September 2013: 2

Obinna O. W. Administrative Skills for Effective Management of Nomadic Education
Programme for Diversification of Nigerian Economy, International Journal of
Innovative Social & Science Education Research, 9, 1, Jan.-Mar 2021, 67-74.

Ogbu J. O. & Osanaiye J. I., Impact of Employee Training on Organizational Performance A
Study of Selected Insurance Firms in Abuja-Nigeria, European Journal of Business
and Management, 9, 14, 2017.

Okechukwu W. “Influence of Training and Development, Employee Performance on Job
Satisfaction among the Staff of School of Technology Management and Logistics,
University Utara Malaysia (Stml, Uum).” Journal of Technology Management and
Business, Vol. 04, No.1 2017.

Okolocha C. C., and Baba E. I., Assessment of Skills Possessed by Secretaries for Effective
Electronic Records Management in Polytechnics in NorthCentral, Nigeria, Global
Journal of Management and Business Research: An Administration and
Management, 17, 1, 1.0, 2017.

Olivera F., Memory Systems in Organizations: An Empirical Investigation of Mechanisms for
Knowledge Collection, Storage and Access, J Manage, 37: 2015, 811–832.

Onamusi A. B. Knowledge Acquisition Capability, Strategic Response Capability, Strategic
Response Capability, and Organizational Performance: A Mediation Analysis,
Business Excellence and Management,10,3, September 2020.

Onunga J. O. & Otieno J. O. Knowledge Capture and Acquisition Mechanisms at Rongo
University, International Journal of Progressive Sciences and Technologies
(IJPSAT), 18, 2, January 2020, pp. 88-96.

Opoku M. O., & Enu-Kwesi F., Evaluation of Information Management Practices in Ghanaian
Organisations, Net Journal of Business Management, 5, 2, 19-29, 2017
http://www.netjournals.org.

Orser B., Riding A. & Li Y. Technology Adoption and Gender-Inclusive Entrepreneurship
Education and Training, International Journal of Gender and Entrepreneurship, 11,
3, June 2019. DOI 10.1108/IJGE-02-2019-0026

http://www.netjournals.org/pdf/NJBM/2017/2/17-012.pdf


160

Osborne S. & Hammoud M S. Effective Employee Engagement in the Workplace.
International Journal of Applied Management and Technology, 16, 1, 2017, pp52.
DOI:10.5590/IJAMT.2017.16.1.04

Oteng P. A. & Seidu P. A., “The Impact of Modern Office Technology on the Secretary’s
Performance in Some Selected Business Organizations in the Takoradi Metropolis”
Addri Journal of Arts and Social Sciences, Vol. 13, No. 12 (2), May, 2016.

Pacharapha T., & Ractham V. V., Knowledge Acquisition: The Roles of Perceived Value of
Knowledge Content and Source’, Journal of Knowledge Management 16(5), 2012,
724–739.

Patrick A. A. Training and Development Process and Employees’ Performance in the “Chop
Bar” Industry, Journal of Research and Development (JRnD), 3, 1 2016.

Paul G. D. & Audu L. S., “Effects of Training of Academic Staff on Employees’ Performance
in Federal Polytechnics, Nigeria,” International Journal of Engineering
Technologies and Management Research, Vol.6, Iss.9, 2019, pp1-21.

Paula F. A., Training and Development in Organizations: Start at the Beginning, February
2016. DOI: 10.1007/978-3-319-28281-7_4

Poole D., & Sheehan T., Strategies for Managing the Global Brain Drain’’, Knowledge
Management, Review 9(2): 2015, 22–25.

Richard M., Ryan & Edward L. D., Brick by Brick: The Origins, Development, and Future of
Self-Determination Theory, Australian Catholic University & University of
Rochester, 2019.

Richard M., Ryan & Edward L. D., Intrinsic and Extrinsic Motivation from a Self-
Determination Theory Perspective: Definitions, Theory, Practices, and Future
Directions, Contemporary Educational Psychology, 2020: 2,
https://doi.org/10.1016/j.cedpsych.2020.101860

Riley G. The Role of Self-Determination Theory and Cognitive Evaluation Theory in Home
Education, Cogent Education, 3:1, March 2016.
https://doi.org/10.1080/2331186X.2016.1163651

Rothaermel F. T., Strategic Management: Concepts and Cases, McGraw-Hill/Irwin, P.5,
2012.

Rowland W., Mugri, R. & Akpakip C. E., “Effect of Employee in Creating Satisfaction with
Work.” The Business and Management Review, 9, 2, November 2017.

Ryan R, "Psychological Needs and the Facilitation of Integrative Processes". Journal of
Personality, 63, 3, 1995, pp397–427. doi:10.1111/j.1467-
6494.1995.tb00501.x. PMID 7562360.



161

Saide A. H. Impact of On-the-Job Training on Employee’s Performance (The Case of Wollega
University Main Campus), Global Journal of Management and Business Research:
B Economics and Commerce, 2019.

Salah M. R. A., The Impact of Training and Development on Employees Performance and
Productivity "A Case Study of Jordanian Private Sector Transportation Companies
Located in the Southern Region of Jordan. A Particular Reference is made to the
Govern Ate of Maan, International Journal of Management Sciences and Business
Research, 5, 7, July-2016.

Sasidaran S. Impact of Training on Employee Performance: A Case Study of Private
Organization in Sri Lanka, IOSR Journal of Business and Management (IOSR-
JBM), 2018.

Shakai K. & Kulkarni D. G., Gap Analysis of Soft Skills in the Curriculum of Higher Education
(A Case Study of Management Institutes in Karnataka), Advances In Management,
Vol. 12 (1), March 2019, pp64-67.

Shaw G., & Williams A., Knowledge Transfer and Management in Tourism Organizations: An
Emerging Research Agenda, Tourism Management, 30: 2016, 325-335.

Shouvik S. A. & Mohammed W. H., Impact of Training and Development on the Performance
of Employees - A Comparative Study on Select Banks in Sultanate of Oman,
International Journal of Scientific Research and Management (IJSRM), 6, 03,
2018.

Sila A. K., Relationship between Training and Performance: A Case Study of Kenya Women
Finance Trust Eastern Nyanza Region, Kenya, European Journal of Business and
Social Sciences, 3, 1, April 2014: 95-117. url: http://www.ejbss.com/recent.aspx issn:
2235 -767x

Simon M., Limitations of Human Capital Theory, United Kingdom: UCL Institute of
Education, 30 June 2017.

Siswoyo H., Supardi S. & Udin U, The effect of Training and Job Promotion on Work
Motivation and Its Implications on Job Performance: Evidence from Indonesia,
Management Science Letters, 10, January, 2020.

Sjödin D., Parida V., Jovanovic M., & Visnjic I., Value Creation and Value Capture Alignment
in Business Model Innovation: A Process View on Outcome‐Based Business Models,
Journal of Product Innovation Management, 37(2), 2020, 158-183.

Susan A. & Julia L, Soft Skills Needed for the 21st Century Workforce, International Journal
of Applied Management and Technology, 18, 1, 2019.

Swan J. A., Managing Knowledge for Innovation: Production, Process and Practice" in Re-
thinking Knowledge Management: From Knowledge Objects to Knowledge Processes,
eds. C.R. McInerny and R. Day, Springer, USA, 2017, pp. 147-169.

Thilmany J., Passing on Know-how: Knowledge Retention Strategies Can Keep Employees‟
Workplace-Acquired Wisdom from Walking Out the Door When They Retire, HR



162

Magazine, June 2008. Available:
http:knowledgeharvesting.com/documents/HRM%20-%20Passing%20n%20know-
How.pdf. Accessed 16 February, 2011.

Tsai W., Knowledge Transfer in Intra Organizational Networks: Effects of Network Position
and Absorptive Capacity on Business Unit Innovation and Performance. Acad Manage
J, 44: 2015, 996–1004.

Vasconcellos D, Parker P, Hilland T, Cinelli R. L., Owen K. B, Kapsal N., Lee J., Ntoumanis
N., Ryan R. M., & Lonsdale C., Self-Determination Theory Applied to Physical
Education: A Systematic Review and Meta-Analysis, Journal of Educational
Psychology, 112, 7, 2019: 1445, http://dx.doi.org/10.1037/edu0000420

Wacheke M. W. & Rosemarie W., Systematic Approach to Training and Employee
Performance of Murang’a County Government, Kenya, International Academic
Journal of Human Resource and Business Administration, 3, 7, 2019, 318-331.

Wamundila S. & Ngulube P., Enhancing Knowledge Retention in Higher Education: A Case of
the University of Zambia, South African Journal of Information Management, 13(1),
2018, 439–448.

Wang C., & Hu Q., Knowledge Sharing in Supply Chain Networks: Effects of Collaborative
Innovation Activities and Capability on Innovation Performance, Technovation, 94,
2020, 102010.

Wenger E., Communities of Practice- A Brief Introduction, Available:
http://www.ewenger.com/theory/communities_of_practice_intro.htm Accessed 21 April,
2010, 2015.

Wernerfelt B., The Resource-Based View of the Firm – Ten Years After, Strategic
Management Journal, 16, 3, 1995, pp 171-174.

Worlu R., Mugri R. & Akpakip C. E. “Effect of Employee Orientation in Creating Satisfaction
with Work.” The Business and Management Review, 9, 2, November 2017.

Xie X., Wang L., & Zeng S., Inter-Organizational Knowledge Acquisition and Firms' Radical
Innovation: A Moderated Mediation Analysis, Journal of Business Research, 90, 2018,
295-306.

Yam R. C. M., Guan J. C., Pun K. F., & Tang E. P. Y., An Audit of Technological Innovation
Capabilities in Chinese Firms: Some Empirical Findings in Beijing, China, Research
Policy, 33, 8, 2015, pp. 1123-1140.

Yossef S. A. M.& Rakha A. H. Efficiency of Personal and Administrative Skills for
Managerial Leadership on Administrative Creativity at Najran University, Journal of
Education and Practice, 8, 6, 2017.



163

Young T., Implementing A Knowledge Retention Strategy, Available:
http://findarticles.com/p/articles/ml_ga5362/is_200611/ai_nzi405514/ Accessed 16
February 2011, 2015.

Zaim H. Turkiye’de bilgi yonetimi uygulamaları, Sosyal Siyaset Konferansları, Kitap 50,
2017, 761-782.

Zuheir M. D. “The Determinants of Employee Performance in Jordanian Organizations,”
Journal of Economics, Finance and Accounting- (JEFA), Volume 5, Issue 1, 2018.

Internet Resources

Al-Zentany O., “Knowledge Acquisition – Definition-Process-Example” Accessed on
September 28, 2021, https://todayfounder.com/knowledge-acquisition-definition-
process-example. 2021.

CMMI for Acquisition, version 1.2,” 4. Generic Goals and Generic Practices, and the Process
Areas, Accessed June 30, 2021. http://chrguibert.free.fr/cmmi12/cmmi-acq/text/pa-
ot.php 2021.

Five Best Practices for Aligning Employees with Corporate Goals,” Last Modified: February
28, 2018, Accessed: March 20, 2021, https://swww.hrfuture.net/strategy/staff-
planning/five-best-practices-for-aligning-employees-with-corporate-goals/

ICT - What is it?". www.tutor2u.net. Retrieved (2015-09-01); 2015.

Hernandez E., Knowledge Management is Key to Preventing Brain Drain. Bp Found Out the
and Way, Wednesday September 13, 2006. Miami, Florida, US. Available:
http://www.bizrules.info/blog/2006/09/knowledge-management-is-key-to.html.
Accessed 9 June, 2009, 2005.

“Indeed Editorial Team” Accessed on (June 30, 2021), https://www.indeed.com/career-
advice/career-development/administrative-skills. 2021.

ISO Spotlight: What Do These 10 Standards Mean for Your Business? Last Modified:
December 10, 2019, Accessed: March 27, 2021. https://www.vaultintel.com/blog/iso-
spotlight-what-do-these-10-standards-mean-for-your-business

Kim M. P. Knowledge Retention Enhances Performance-Based Management, Viewed 28
February 2012, from http://www.dcma.mil/htm.pdf

"Knowledge: Definition of Knowledge in Oxford Dictionary (American English)
(US)". oxforddictionaries.com. Archived from the Original on. 14 July 2010.

Lourenço O., Re: What are the Main Criticisms of Self Determination Theory?, 2017.
Retrieved from: https://www.researchgate.net/post/What-are-the-main-criticisms-of-
Self-Determination-Theory/59ea1d64f7b67ed77618e7cc/citation/download.

http://www.dcma.mil/htm.pdf
https://web.archive.org/web/20100714023323/http:/www.oxforddictionaries.com/view/entry/m_en_us1261368
https://web.archive.org/web/20100714023323/http:/www.oxforddictionaries.com/view/entry/m_en_us1261368
http://oxforddictionaries.com/view/entry/m_en_us1261368


164

Moneyweb, Information Communication Technologies in The Banking Industry in South
Africa, viewed 13 January, from http://www.moneyweb.co.za/html 2018.

The Balance Career” Accessed on June 30, 2021,
https://www.thebalancecareers.com/information-and-communications-technology-
skills-4580324 2021.

What is Mentoring? Accessed Date: March 25, 2021. https://www.td.org/talent-development-
glossary-terms/what-is-mentoring

Redirected Articles

Ackerman C. E. “Self-Determination Theory of Motivation: Why Intrinsic Motivation Matters”
https://positivepsychology.com/self-determination-theory/

Ahadi S. & Jacob R. L. A Review of the Literature on Structured On-the-Job Training and
Directions for Future Research, Human Resource Development Review, 16, (1), 2019.
https://doi.org/10.1177/1534484317725945

Barnett J., How Managers can Create an Environment of Psychological Safety, June 19, 2019.
https://www.forbes.com/sites/jimbarnett/2019/06/19/how-managers-can-create-an-
environment-of-psychological-safety/?sh=713b392943bd

Dan K., Knowledge Retention, Available:
http://it.toolbox.com/wiki/index.php/Knowledge_Retention Accessed 28 February 2011.
2016.

Fix B., The Trouble with Human Capital Theory, Working Papers on Capital as Power,
2018/07, Forum on Capital As Power - Toward a New Cosmology of Capitalism, Sl.,
August, 2018: 3, http://www.capitalaspower.com/?p=2528

Huang W., Job Training Satisfaction, Job Satisfaction, and Job Performance. 2019.
10.5772/intechopen.89117.

Lavrakas P. J., Proportional Allocation to Strata, Encyclopedia of Survey Research Methods.
https://methods.sagepub.com/reference/encyclopedia-of-survey-research-
methods/n411.xml 2008.

http://www.moneyweb.co.za/html


165

Appendix 1

Research Questionnaire

Dear Respondent,

I am a Master’s student of department of Information Resource Management in Lead City
University collecting data for the purpose of academic. The questionnaire is strictly meant for
academic purpose. For this purpose, I humbly request your optimum cooperation. Kindly
respond honestly to the questions as this will assist this study. The information you provide
shall be treated with utmost confidentiality and to enhance the achievement of this study’s
objective. Thank you for your anticipated support.

Thank you.
Rukayat Oyeyemi Akinpelu

Section A: Demographic Data of Respondents

Please tick using (X) for the appropriate response:

1. Gender: Male [ ], Female [ ]

2. Age: 25–35 years [ ], 36–45 years [ ], 46-55 years [ ], 56 years and above [ ]

3. Years of working experience: 0 - 5[ ], 6 – 10[ ], 11 – 15[ ],15 & above[ ]
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4. Educational qualification: SSCE [ ], OND/NCE [ ], HND/BSc [ ], M.sc[ ], Ph.D [ ]

Section B: Job Performance of Administrative Staff of State-Owned Polytechnics in Oyo
State, Nigeria.

The statement in this section concerns level of job performance as perceived by the State-
owned polytechnics in Oyo State, Nigeria. Using the four Likert-type scale below.

Please tick using (X) for the appropriate response that indicates your opinion on level of
employee performance in your institution.

Very High (VH) – 4. High (H) – 3. Low (L) – 2. Very Low (VL) – 1.

S/N In what way have you engaged in the following: VH

4

H

3

L

2

VL

1

Responsiveness

1 Timely delivery of task assigned to me weekly

2 Students need are promptly responded to without delay

3 Effective completion of task

4 Ability to perform swiftly in all roles assigned to me

5 Quick response to students compliant

6 Giving explanation on reasons task cannot be achieve at a
specified time

Work Quality

7 Departmental resources are available to deliver credible
service.

8 Overall administrative service delivery of my school is
outstanding

9 There is proper monitoring of administrative activities to
ensure superior service delivery to students.

10 There is proper monitoring of administrative activities to
ensure superior service delivery to management

11 We have quality control unit to guaranty effective service
delivery.
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12 Provide support for the academic unit in the school in
delivery value to the student

13 Adopt best practices on delivery administrative work

Section C: Organizational Training of Administrative Staff of State-Owned Polytechnics
in Oyo State, Nigeria.

The statement in this section concerns organizational training as perceived by the State-owned
polytechnics in Oyo State, Nigeria. Using the four Likert-type scale below.

Please tick using (X) for the appropriate response that indicates your opinion of
organizational training as observed by your institution.

Very High (VH) – 4. High (H) – 3. Low (L) – 2. Very Low (VL) – 1.

S/N VH

4

H

3

L

2

VL

1

ICT Skills Training

1 Conducting periodic assessment of ICT skill gap needs to

achieve better performance

2 Providing a schedule of ICT skill training to be conducted at

regular interval
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3 Providing adequate ICT facilities which enhance training

4 Ensuring that members of staff are all presence to

participate in the ICT skill training session

5 Ensuring training covers the running of relevant software

that aid work effectiveness

6 Providing in-house support team to resolve challenges that

comes up after the ICT skill training session

7 Ensuring ICT training is a continuous exercise

Administrative Skills Training:

8 I am able to organize weekly task to achieve maximum

productivity

9 I am able to follow due process in discharge of task

assigned

10 I attend to duties effectively without undue delay

11 I am able to achieve cooperation among staff to enhance

overall school performance

12 I ensure staff follow up with commitment to ensure efficient

work done

13 Managerial skills needed to handle unexpected work-related

challenges are addressed to enhance staff performance

Automated Office Equipment Handling Skills

14 There is proper documentation of all the office equipment in

each office

15 There is prompt report of damages/fault identified with such

equipment
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16 I am able to operate the equipment that are automated in

nature

17 I provide support staff to aid equipment handling

before/after use

18 I provide up to date information required for the usage of an

automated office equipment

19 I ensure that the automated equipment is not used for

personal gains

Section D: Sources of Knowledge Acquisition of Administrative Staff of State-owned

Polytechnics, Oyo State, Nigeria.

The statement in this section concerns knowledge acquisition capability as observed by the
selected Polytechnics. Using the four-point likert scale provided below.

Please tick using (X) for the appropriate choice that indicates your opinion.

Very High (VH) – 4. High (H) – 3. Low (L) – 2. Very Low (VL) – 1.

S/N In what way have you engaged in the following: VH

4

H

3

L

2

VH

4

Sources of Knowledge Acquisition:

1 Frequently visiting educational stakeholders to acquire new

knowledge

2 Acquired new knowledge sourced from institutional

developmental needs.



170

3 Acquire knowledge from educational regulatory authorities

4 Periodically attend educational seminars to acquire new

knowledge to improve service quality

5 Attending local administrative submit to acquire new

knowledge

6 Attending international administrative submit to acquire new

knowledge

Thank you for your time in responding to this instrument.

Bio-Data

Personal Details

Name: AKINPELU Rukayat Oyeyemi

Date of Birth: January 31, 1986

Sex: Female

State of Origin: Oyo

Place of Birth: Iseyin

Address: No 2, Lane G, Agunrege Street, Akowo
Area, Apete, Ibadan, Oyo State.

E-mail: rukayatadegbite@gmail.com
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Phone No: 08064870453, 08052964080.

Educational Background

 Lead City University – Bachelor of Science in Office and Information Management
2019

 The Polytechnic, Ibadan – Higher National Diploma in Office Technology and
Management 2012

 The Polytechnic, Ibadan – Ordinary National Diploma in Secretarial Studies 2009

Work Experience:

Moniepoint Customer Support: (January 2021 – till date): Customer Support Officer
 Handling agents’ complaint.
 Logging of request on Jira
 Proactively attending to customer complaints following laydown procedures

Stanbic IBTC Bank PLC: (September 2016 – October 2019): Account Support Officer

• Review of customers account opening documents for completeness
• Responsible for EDD/KYC documentation for all branch customers
• Render Customers' Account statements, Verified references and Processed Debit cards
• Book and monitor customers’ Investments - Fixed deposit, Treasury Bills, FGN Bonds,

Contract Save
• Data Administration including filing and archiving documents in line with policy
• Requesting for Legal Searches on new corporate accounts as well as track same with

Legal Department and recover relative charges
• Completing information relevant to mandates, investments etc. on audit certificates

(Circularization).
• Ensuring mandates are forwarded to OPC/KYC Centre as per laid down procedure
• Verifying signatures for OPC and other Units as may be required
• Attending to the posting of all value transactions within own level of authority.

Stanbic IBTC Bank PLC: (October 2014 – August 2016): Client Service Officer.

 Identify cross-selling of bank’s products to new and existing customers
 Ensuring that ATM cards and cheque books are configured and delivered to clients
 Engaging in inter and intra bank funds transfer
 Attending to pension customers and directing their requests to the appropriate channels.
 Western Union Money transfer requests are being dealt
 Recorded employee information, such as exemptions, transfers. And resignations in

order to maintain and update payroll records.
 Attend trainings when called upon.
 Ensure all customers request are treated on time.
 Proactively resolve customer’s issue.
 Assist in resolving issues within the branch space.
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 Prompt and accurate delivery of reports.
 Delivering excellent services to work-in customers.
 Resolving customer’s issues within a short period of time.

Pneusite Nig Ltd (December 2009 – October 2010): Secretary

 Taking minutes of the meeting
 Scheduling meeting
 Typing and attending to office correspondence
 Handling and attending to telephone enquiry.

Key Accomplishments

 Managed a high-volume workload within a deadline-driven environment
 Helped to attain the higher customer service ratings (as determined by external auditors)
 Officially commend for initiative, enthusiasm tenacity, team spirit, pro-activeness,

persuasiveness, intense customer focus and dependability in performance evaluation

Skills

 Innovative and strong flair for acquisition of skills and knowledge.
 Diligence and Vigor when it comes to pursuit of a desired course.
 I do more than my employers and clients expect which results to great solutions.
 Great Communication Skills
 Ability to analyze problems and offer quick and excellent solutions to them.
 Innovative with a strong flair for acquisition of skills and knowledge.
 Diligent and pursue my desired course with all vigor required.
 Aspire to be the best and constantly seeking ways to improve in the development of my

professional career.
 Good communication skills with effective ability to grasp new ideas and adapt to

change.
 Good interpersonal skills and computer literate.

Leadership Experiences:

 Junior Chamber International, Olubadan (January 2019 – December 2018): Chapter
President

 Junior Chamber International, Olubadan (January 2018 – December 2018): Executive
Vice President

 Junior Chamber International, Rockcity (January 2016 – December 2016): Vice
President

 Junior Chamber International, Rockcity (January 2015 – December 2015): Director of
Finance

 Junior Chamber International, Nigeria Area "A" Team Member (January 2013 –
December 2013): Director of Sponsorship A2
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 Junior Chamber International, Nigeria The Polytechnic, Ibadan Chapter (August 2011 –
August 2012): Chapter President.

 Junior Chamber International, Nigeria The Polytechnic, Ibadan Chapter (2011):
Assistant General Secretary.

 The Polytechnic, Ibadan Secretarial Studies Department (2009): Public Relation Officer
2.

 St Leo’s College, Abeokuta (2013): Class Marshal
 Ebedi Nursery & Primary School Iseyin, Oyo State (1996 – 1997): Senior Prefect Girl.

Certified Courses:

 Junior Chamber International (Achieve Course)
 Junior Chamber International (Admin Course)
 Junior Chamber International (Presenter Course)
 Junior Chamber International (Topgun Course)
 Junior Chamber International Nigeria Leadership Academy

Awards:

 Junior Chamber International Rockcity (2015): Most Outstanding Director
 Junior Chamber International, Nigeria The Polytechnic, Ibadan Chapter (2015): Most

Passionate Alumnus
 Junior Chamber International, Nigeria The Polytechnic, Ibadan Chapter (2015): Award

of Excellence
 Junior Chamber International Nigeria Area “A” Collegiate (2012): Most Supportive

Chapter President
 Junior Chamber International, Nigeria The Polytechnic, Ibadan Chapter (2009): Most

Outstanding Intending member

Interest:

 Making positive impact
 Meeting new people
 Travelling

Referees:
 Engr. Olona Niyi Ademola,

Director of Works,
Olorunsogo Local Government Council,
Igbeti, Oyo State.
08034989518, 08054468510
olonaademola@gmail.com

mailto:olonaademola@gmail.com
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 JCI Sen. Henry Olasupo Adedokun,
Henshol Consult,
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08051115858, 08091115858
jcolasupo@yahoo.com
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