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Abstract  

The impact of training and development on the performance of tertiary institutions in 

Anambra State was investigated in this study. The study adopted a survey research design. A 

total of 180 people were chosen from a population of 3273. Questionnaires were issued to the 

workers of the Federal Polytechnic, Oko, as a source of data. With the help of SPSS version 

20.0, regression analysis will be used to test the hypotheses at a 5% level of significance. The 

findings revealed that training and development has a significant impact on tertiary 

institution performance in Anambra State. The study recommended that management should 

take steps to adopt and promote talent management strategy, as well as invest more financial 

resources to improving and maintaining talent retention in the long run. 

Keywords: Training and development, performance and Tertiary institution 

 

mailto:ho.olayinka@unizik.edu.ng
mailto:pj.obada@unizik.edu.ng


International Journal of Advanced Academic Research | ISSN: 2488-9849 

Vol. 7, Issue 9 (September, 2021) | www.ijaar.org  

 

17 

 

Introduction 

The desire to improve the efficiency of business organizations is at the heart of the firm's 

management. Money, personnel, and machines are some of the resources available to do this. 

Of these, men are the most crucial. Various values have been assigned to men who work in 

commercial organizations over time. They've been referred to as the factor of production and 

the firm's human resource.  

In the context of the firm, they are now given extra values (Kehinde, 2012).  They are 

recognized as the company's top performers. The concept of talent management arose as a 

result of this. Any successful business relies heavily on its employees. As the major driver of 

any successful firm, most business owners and management teams are increasingly aware 

that, rather than being bound by capital, companies appear to be more constrained by talent. 

As a result, businesses have learnt that, based on their business plan and the obstacles they 

may face, the correct personnel is required at any given time to execute that strategy or 

address those challenges (Gebelein, 2006).  

One of the most significant difficulties that firms face on a worldwide scale is talent 

management. It's even more difficult in today's turbulent and changing corporate environment 

(Meyers & van Woerkom, 2014). This is because talent management involves both 

quantitative and qualitative abilities (Al Ariss, Cascio & Paauwe, 2014; Meyers, Van 

Woerkom & Dries, 2013). Putting the right individual in the right place is part of talent 

management (Devine, 2008). Employees' talent is leveraged for optimum organizational 

achievement when they are placed in the correct positions in the organization. For both 

corporate and public institutions and organizations, talent management is a relatively recent 

field. Most organizations are prioritizing talent management when hiring new employees 

because it has been shown to be effective in attracting, retaining, and developing employees 

(Baheshtiffar & Nekoie-Moghada, 2014). Talent management includes procedures to attract, 

retain and develop personnel (D’Annunzio-Green, 2008). Further, talent management is 

essential to an organization because of its role in helping organizations effectively entice and 

retain talented employees. Furthermore, the identification and the development of talent help 

organizations in identifying employees that can serve as leaders in the future. This dimension 

of talent management stresses the development of talent pools that possess a high level of 

leadership capability (Baheshtifar & Nekoie-Moghadam, 2011). 

Manpower planning and succession management are still problematic for large corporations. 

Although management realizes the importance of talent in the organization's performance, 

sufficient methods to protect and nurture it have yet to be developed. Other human resources 

initiatives, such as talent auditing, competency analysis, and team building activities, must be 

undertaken or completed. As a result, the organization's performance improves. This 

development has slowed the growth and development of the organizations in question to a 

great extent.  

In Nigerian organizations and parastatals, studies have been conducted in various states and 

local governments. Upon that, there are varying results of findings. This however has created 

a gap which makes this study significant. This study seeks to determine the effect of training 

and development on the performance of tertiary institutions in Anambra State 

Review of Related Literature 

Talent Management 

Talent management is a strategy or method for improving the recruitment, selection, and 

development of people, as well as retaining those with the necessary abilities. It is commonly 
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investigated in the presence of a long-term companywide plan that is tightly linked to the 

organizations' overall business goals, and human resources are more valued (Beechler & 

Woodward, 2009). The term "talent management" first originated in the early 1990s of the 

previous century. During that period, there was fierce competition among huge corporations, 

and some were attempting to recruit staff with advanced degrees. Others were trying to 

preserve their efficient human resources and their development, when this concept became an 

important part of modern management system and one of the organizational development and 

change strategies (Thunnissen, Boselie, & Ben Fruytier (2013). Talent in the twenty-first 

century, being characterized by high speed and competitiveness, has become one of the most 

vital pillars which companies and organizations rely on in achieving their strategic vision, not 

to mention that the demand for it has increased (Mohammad, Yousef, Shadi & Ahmad, 

2020). 

Due to changes in the external environment, Talent Management is getting increasing 

transaction for businesses today. People are well managed in today's organizations in a 

consistent and measurable fashion, ensuring that everyone is aligned, held accountable, and 

compensated fairly (Ali & Hamid, 2014). The broad spectrum of human resource activities 

involved in acquiring and managing an organization's human resources is referred to as talent 

management (Byars & Rue, 2008). These activities include; recruitment; selection; 

development; counseling and rewarding employees; acting as liaison with unions, and 

handling other matters of employee well-being.  

 

Organizational Performance  

In today's competitive environment, any organization that wants to grow and progress must 

focus on continuous performance. Organizational performance is defined as a set of financial 

and non-financial indicators that reveal the degree to which predetermined goals have been 

met. Financial indicators, according to the authors' thinking, focus on an organization's ability 

to maximize return on investment or asset and increase market share, whereas non-financial 

indicators focus on the organization's competitiveness, innovation, and social responsiveness 

in achieving its predetermined goals.  

Bernardin (2010) defined organizational performance as a measure of job outcome or result 

across time. Organizational performance is judged using measures such as organizational 

relevance, competitiveness, responsiveness, and financial viability, according to Mitchell 

(2002). The author emphasizes that management satisfaction, employee engagement, and 

human resource involvement in the strategic planning process are all determinants of 

organizational relevance. Similarly, employee values (knowledge), investment in leadership 

or management development, and alignment of performance management to strategy are all 

factors that influence organizational competitiveness. The same author repeated that 

organizational responsiveness is determined using the following metrics; trend in revenue or 

employee, growth income/employee, cost of compensation as percentage of expenses, 

number of employees per supervision and cost of human resource function as a percentage of 

expenses.  

 

Training and Development 

Training is an important aspect in retaining skilled personnel in any firm, regardless of their 

age. Career development is the accumulation and cultivation of skills and knowledge that 

enable a professional to advance or grow in the field of his or her choice, according to Eisen 

(2005) in his study. Training programs available to all employees correlate with a 70% 

increase in employee retention rates, whereas career development is the accumulation and 
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cultivation of skills and knowledge that enable a professional to advance or grow in the field 

of his or her choice. Offering a better wage is not the only thing that motivates bright workers 

to work for a company; other types of incentive, such as a clear career path, ongoing 

development, and open communication, are also vital. Employees will be less likely to leave 

if they believe they are learning and growing. Employees, on the other hand, begin to look 

outside the company for new job opportunities once they feel they are no longer growing 

(Rodriguez (2008). Coaching is another part of professional development that can effectively 

inspire outstanding personnel. According to Whitworth, Kimsey-House, and Sandahl (1998), 

high performers are less likely to leave an organization as a result of coaching, and leaders 

become more involved and motivated. 

 

Empirical Review  

Mohammad, Yousef, Shadi and Ahmad (2020) assessed the effects of talent management 

(TM) of human resources on organizational performance improvement. Data was collected 

from 385 Jordanian hotel employees using questionnaires and then analyzed using structural 

equation modeling (SEM). The results demonstrate the positive impact of talent management 

(TM) on organizational performance, effective continuance and normative commitment. 

Akinremi, and Adedeji (2019) studied talent management and the performance of employee 

in selected banks in Akure, Ondo State, Nigeria. Descriptive statistics and appropriate 

inferential statistics were employed for the data analysis. The study concludes that it is 

equally of value that organizations should train and retrain their work force to develop needed 

talent in the staff. The correlation between profitability and talent management cannot be 

overemphasized. El-Dahshan1, Keshk and Dorgham (2018) examined the effect of talent 

management on organizational performance at Shebin El-Kom hospitals. Subjects and 

methods: A descriptive correlational research design was conducted in two selected hospitals, 

Menoufia University and Shebin El-Kom Teaching hospitals. Two standardized 

questionnaires were used, which are, Talent Management and Organization Performance 

questionnaires. Random sample (273) of nurses composed the study sample. The study' 

revealed that nurses in Menoufia University hospital had a higher satisfaction level than 

nurses in Shebin El-Kom teaching hospital regarding total score of talent attraction, retention 

and organization performance with highly statistical significant difference. Mburu, Kamau 

and Karanja (2017) evaluated the factors influencing talent management of Teachers Service 

Commission in Kenya in the public secondary schools with specific reference to Nyandarua 

West Sub- County. Descriptive data analysis was done for qualitative data while qualitative 

data was used to supplement interpretation of quantitative data. The findings were interpreted 

along the study objectives. The findings of the study were aimed to benefit the management 

of various organizations since they identify the challenges that hinder effective 

implementation of talent management. The impact of Total Quality Management on deposit 

money bank organizational performance in Nigeria was researched by Ezenyilimba, 

Ezejiofor, and Afodigbueokwu (2019). The data was collected via questionnaires and 

presented in a tabular style, with the t-test done using SPSS version 20.0. The findings reveal 

that total quality management techniques affect customer happiness in Nigerian deposit 

money banks, customer loyalty in Nigerian deposit money banks, and customer contentment 

in Nigerian deposit money banks. Augustus-Daddie and Accra (2015) determined the talent 

management and corporate survival of the Nigerian banking industry. The cross sectional 

survey design was adopted for the study as the main instrument for data generation was the 

structured questionnaire. Two null hypotheses were postulated for the study and tested using 

the Spearman rank order correlation coefficient with results showing significant associations 

in both instances. Aibieyi and Oghoator (2015) examined the relationship between talent 

management and employee retention. Pearson correlation and ordinary least square 
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regression techniques were utilized for the data analysis. The result indicated that 

performance management (X1=2.09) was significant and positively related to organizational 

culture. Employee empowerment (X2) was significant and negatively related to 

organizational culture. Compensation and reward (X3=52) was positive and had insignificant 

impact on organizational culture.  Ezejiofor, Nwakoby and Okoye (2015) evaluated the extent 

at which Human Resource Management affects the performance of an organization. The 

study employed survey research design and the data collected were analyzed utilizing five 

point Likert scale. Simple regression analysis was used to examine the hypotheses. Human 

Resource Management has an impact on the performance of a corporate organization, 

according to the findings of this study. This has to do with training and development, good 

planning system and proper management as a motivator. Keoye (2014) examined the effect of 

Talent Management on Organizational Performance in a developing country like Kenya, 

using a Comply Plc, Nakuru. Data was sourced with the aid of questionnaire using five-point 

likert scale. The hypotheses were statistically tested and analyzed using Pearson’s Linear 

Correlation Coefficient at 5 % level of significant. Findings revealed that, there is a 

significant positive relationship between Talent Management and Organizational 

Performance. Okoye and Ezejiofor (2013) examined the appraise human resources 

development in organizational productivity and profitability. Their study shows that human 

resource development is very vital to any organizations ranging from small to large scare 

enterprise, since it is well known that no business can exist entirely without human being.  

Also that one of the major functions of human resource development is the engagement of 

people to work in order to achieve sales growth and profitability. Another finding is that the 

method of training and development as gathered from interview contracted by the researcher 

is just by reason of the problems the company has due to lack of fund.  Kehinde (2012) 

examined the effect of Talent Management on Organizational Performance in Lagos State, 

Nigeria. Descriptive research design was adopted and the sample size was calculated and 

given as 16. Study hypothesis was tested and analyzed using Pearson Correlation Coefficient 

and T-statistics to generate result. Findings revealed that, there was a significant relationship 

between Talent Management and Return on investment of the firms in Lagos State, Nigeria.  

Sakineh, Mehrdad and Hasan, (2012) examined the relationship between Talent Management 

and Organizational Success in Iran. This research was conducted using descriptive-

correlation approach, and population of study involved the department of Youth and Sports in 

West Azerbaijan Province of Iran. Pearson correlation test was used to determine the 

relationship between the elements of Talent Management and organizational success at 5% 

significant level, and SPSS (version 16) statistical tool was used to analyze data. The result 

showed that Talent Management had significant relationship with organizational success.  

In Nigerian organizations and parastatals, studies have been done in various states and local 

governments. There are several findings as a result of this. However, this has created a void, 

which necessitates this research. Considering the arguments that there is a lack of significant 

federal government commitment to educational institutions, appears to be the most significant 

impediment to obtaining a satisfied academic and non-academic staff in our higher education 

institutions. These had resulted in unending industrial strikes as a result of employee 

unhappiness, which had a negative impact on their performance. 

Methodology 

The descriptive survey research design was used in this study. It entails the use of a self-

created questionnaire to collect data from respondents. This strategy was used in order to 

make a reference to real-life phenomena.  
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Sample size and population  

The study's participants are 3273 employees of the Federal Polytechnic in Oko, Anambra 

state. The polytechnic's academic and non-academic students were chosen using a simple 

random selection process. A total of 180 employees made up the study's sample size, with 90 

academic and 90 non-academic employees divided across the sampled schools. 

 

Sources of Data 

Primary sources which include data generated from the questionnaire was adopted by 

researcher, with the view to discover how talent management has impacted on organizational 

performance. The structured questionnaires were administered with the help of some 

assistants to both the academic staff and non-academic staff of the institution under study.  

 

Method of Data Analysis 

Data generated from primary source were analyzed using descriptive statistics. Some of the 

questionnaire instrument which was structured using the five point Likert response scale were 

ranked as follows: Agree, Strongly Agree, Disagree, Strongly Disagree  

To test the significant effect and the relationship between the dependent variable and 

independent variables, Regression analysis will be used to test the formulated hypotheses 

with the aid of SPSS version 20. 0 at 5% level of significance.  

Decision Rule: 
The decision for the hypotheses is to accept the alternative hypotheses if the p-value of the 

test statistic is less or equal to the alpha at 5% and to reject the alternative hypotheses if the p-

value of the test statistic is greater than alpha at 5% significance level.  

Model Specification 

The model for this study took the following form: 

Y   =  βo + β1X1 + β2X2 + µ 

Where:  

Y         =   Performance (dependent variable) 

X =   Talent management (explanatory/independent Variable) 

β0 =   constant term (intercept) 

β1- = Coefficients of job performance 

µ =   Error term (stochastic term) 

Explicitly, the equation can be defined as: 

Talent management =  ƒ (Performance) + µ 

Representing the equations with the variables of the construct, hence the equations below are 

formulated: 

PRMίt = β0 + β3TRDίt + µίt  - - - - - i 

Where: 

β0 = Constant term (intercept) 

βίt = Coefficients to be estimated for firm ί in period t 

µίt = Error term/Stochastic term for firm ί in period t 

PFMίt = Performance ί in period t 

TRDίt = Training and development ί in period t 
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Data presentation and Analysis 

Table 1: 

S/N Statements  SA A D SD 
 Training and development     

1 The organization identifies employees with high potential and develops 

personal development plans for them.  79 86 11 4 

2 Individuals are allowed to make internal moves and workload changes 

within institutions, allowing them to reasonably self-manage their careers.  64 90 15 11 

3 When employees believe they are no longer growing, they begin to explore 

for new career options outside of the company.  79 90 11 0 

4 Offering a greater compensation is not the only aspect that motivates bright 

workers to work for a company.  80 89 9 2 

5 The organization gives the employee with the possibility to change jobs in 

order to advance his career. 79 85 10 6 

 Performance     

6 In today's competitive market, any firm that wants to grow and progress 

must focus on continuous performance.  78 80 17 5 

7 My company adapts quickly to necessary operational changes.  66 89 14 11 

8 Institutional competitiveness, innovation, and social responsiveness 

improve as a result, allowing them to attain their set goals.  73 96 10 1 

9 My company at all levels, practice effective planning.  73 91 10 6 

10 My company has rules in place that foster career advancement and 

development. 82 91 7 0 

Source: Field survey 2021 

 

Test of Hypothesis  

Ho1: Training and development has no significant effect on performance of tertiary 

institutions in Anambra State 

Table 2: Model Summary 

Model R R Square Adjusted R 

Square 

Std. Error of the 

Estimate 

1 1.000a .999 .999 8.17308 

a. Predictors: (Constant), TRD 

 

Table 2 shows an adjusted R
2
 value of .999. The adjusted R

2
, which represents the coefficient 

of determinations imply that 100% of the total variation in the dependent variable 

(performance) is explained by the explanatory variable (training and development). The 

adjusted R
2
 of 100% did not constitute any problem to the study model and further suggests 

that the explanatory variable is properly selected and used. The value of adjusted R
2
 of 100% 

also shows that no variation in the dependent variable is explained by other factors not 

captured in the study model. 
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Table 3: ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 139452.401 1 139452.401 2087.633 .000b 

Residual 133.599 2 66.799   

Total 139586.000 3    
a. Dependent Variable: PRM 

b. Predictors: (Constant), TRD 

 
Table 4: Coefficientsa 

Model Unstandardized Coefficients Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 
(Constant) .381 6.393  .060 .958 

TRD .998 .022 1.000 45.691 .000 

a. Dependent Variable: PRM 

Table 3 shows that a p-value of 0.000 implies that the hypothesis is statistically significant at 

the 5% level of significance; thus, the test statistic's p-value is smaller than the alpha value 

(0.0000.05).  

The regressed result in table 4 demonstrates that an evaluation of the explanatory variable's 

performance (t Column) reveals that training and development is important (t.= 45.691).  

Decision: Because the test statistic's p-value is less than or equal to alpha, we reject the null 

hypothesis and support the alternative hypothesis that training and development has a 

significant impact on tertiary institution performance in Anambra State. 

 

Conclusion and Recommendation 
Training and development has a significant impact on the performance of tertiary institutions 

in Anambra State, according to this study. Culture and relationship between top management 

and employees, salary and promotion contribute to retention within the organization, 

retention strategy in retaining talented employees, and compensation and reward management 

policies on employee retention are all factors influencing the implementation of talent 

management policies in deposit money banks.  

According to the findings, management should take steps to adopt and promote talent 

management strategy, as well as invest more financial resources to improving and 

maintaining talent retention in the long run. 
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