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Abstract 

This paper examines the effect of personnel training and development on organizational performance, 

using Adamawa State University, Mubi as a case study. The study investigates how structured training 

programs influence employee competence, motivation, and institutional efficiency within a public 

university context. Drawing on human capital theory and the resource-based view, it employs a survey 

design complemented by quantitative analysis using descriptive statistics and regression models. The 

findings indicate that employee training and development have a significant positive effect on 

organizational performance, enhancing staff productivity, confidence, and job satisfaction. However, 

the results also reveal challenges such as funding constraints, inconsistent implementation, and 

limited long-term career impact. These findings align with prior research emphasizing the role of 

continuous learning in achieving institutional effectiveness. The study contributes localized empirical 

evidence to the literature on human resource management in Nigerian higher education, offering 

insights for policymakers and administrators seeking to strengthen workforce capacity and improve 

organizational outcomes. 
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1. Introduction 

Human resource development, particularly training and development, remains a central pillar in 

enhancing organizational performance across sectors. In knowledge-based institutions such as 

universities, continuous professional learning is vital to maintaining competitiveness, innovation, and 

service delivery. Personnel training equips employees with the technical and behavioral competencies 

required to perform their roles effectively, while development initiatives foster long-term growth and 

adaptability to emerging institutional needs. The linkage between training and organizational 

performance is well established in human capital theory, which posits that investment in employee 

learning enhances productivity, innovation, and institutional efficiency (Becker, 1993). Similarly, the 

resource-based view (Barney, 1991) underscores human capability as a strategic asset that 

differentiates effective organizations from less effective ones. 
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In the Nigerian context, higher education institutions are increasingly challenged by limited funding, 

administrative inefficiencies, and inadequate staff capacity. These challenges undermine the ability of 

universities to achieve their mandates of quality teaching, research, and community service. Although 

the Federal and State Governments, through mechanisms like the Tertiary Education Trust Fund 

(TETFund), support staff training and retraining, many institutions—including Adamawa State 

University, Mubi—still experience gaps in aligning training programs with performance outcomes. 

This disconnect raises critical questions about the effectiveness, sustainability, and strategic 

orientation of personnel training and development efforts within public universities. 

Therefore, this study examines how training and development initiatives affect organizational 

performance at Adamawa State University, Mubi. It seeks to establish whether current training 

practices contribute significantly to staff competence, motivation, and overall institutional 

productivity. Beyond establishing correlation, the study also explores contextual challenges—such as 

resource constraints and inconsistent policy implementation—that may weaken the impact of training 

on long-term organizational outcomes. By situating this investigation within broader theoretical 

perspectives, the study aims to provide evidence-based insights for improving workforce capability 

and institutional efficiency in Nigerian higher education. 

1.1 Statement of the Problem 

While previous studies have shown that training and development enhance employee and 

organizational performance, the practical reality in many Nigerian universities suggests a persistent 

performance gap. In Adamawa State University, Mubi, limited access to relevant training 

opportunities, inadequate funding, and weak monitoring mechanisms hinder the full potential of 

human resource development. Despite regular training programs funded through internal and external 

sources, there is little evidence of systematic evaluation linking training outcomes to measurable 

improvements in teaching effectiveness, administrative efficiency, or research productivity. This 

raises concerns about the strategic relevance and sustainability of current training initiatives. Thus, 

there is a need for an empirical study to examine the relationship between training and organizational 

performance, identify contextual constraints, and propose actionable strategies to strengthen 

institutional capacity. 

1.2 Objectives of the Study 

The main objective of this study is to evaluate the effect of personnel training and development on 

organizational performance in Adamawa State University, Mubi. The specific objectives are to: 

1. Determine the extent to which training and development programs influence employee 

competence, motivation, and productivity. 



 

 
 ADSU INTERNATIONAL JOURNAL OF POLITICS, ADMINISTRATION & MANAGEMENT [ISSN-

PRINT:2735-9646,ISSN-ONLINE:3121-6455] VOLUME 2, ISSUE 1 (OCTOBER,2025) 

 

 

ADSU INTERNATIONAL JOURNAL OF POLITICS, ADMINISTRATION & MANAGEMENT, ISSN-

PRINT:2735-9646,ISSN-ONLINE:3121-6455, aijpam.adsu.edu.ng 
20 

 

2. Assess how training initiatives contribute to institutional efficiency and service delivery. 

3. Identify key challenges that limit the effectiveness of training and development programs. 

4. Suggest strategies for improving the alignment between training outcomes and organizational 

performance. 

1.3 Scope and Limitations of the Study 

The study focuses on the relationship between training, development, and organizational performance 

within Adamawa State University, Mubi, covering the period from 2014 to 2023. This ten-year 

timeframe allows for the assessment of trends and patterns in training practices over multiple academic 

cycles, providing a robust temporal perspective. The study is confined to academic and non-academic 

staff within the university, ensuring a holistic view of institutional workforce development. However, 

generalization beyond this context should be made with caution, as variations in funding structures, 

policy frameworks, and institutional culture may affect comparability across other universities. 

Limitations include reliance on self-reported data, potential response bias, and the absence of 

longitudinal tracking of individual training outcomes. 

By grounding the study in established theoretical frameworks and situating it within the operational 

realities of a developing university, this section provides a stronger analytical foundation for 

understanding the role of personnel training and development in shaping organizational performance. 

2. Literature Review 

2.1 Conceptual Clarifications 

Training and development are central components of human resource management and play a critical 

role in enhancing employee and organizational performance. Training refers to structured activities 

aimed at improving employees’ knowledge and skills for current tasks, while development focuses on 

long-term career growth and adaptability to future roles (Armstrong, 2006; Lussier & Hendon, 2021). 

In higher education institutions, such as Nigerian universities, these processes are crucial for equipping 

academic and administrative staff with the competencies needed to meet evolving institutional and 

societal demands. Effective training enhances teaching quality, research capacity, and administrative 

efficiency, thereby improving institutional performance and competitiveness. 

2.2 Theoretical Framework 

This study is anchored on two complementary theories: Human Capital Theory and the Resource-

Based View (RBV). Human Capital Theory (Becker, 1993) posits that investments in employee 

education and training increase productivity and innovation, ultimately improving organizational 

performance. The RBV (Barney, 1991) emphasizes that human resources, when effectively developed, 
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constitute a unique and inimitable source of competitive advantage. Together, these theories justify 

the need for continuous training and development as strategic drivers of performance within public 

universities. 

2.3 Training and Development in the Context of Higher Education 

Empirical evidence underscores that training and development significantly enhance employee 

efficiency and institutional outcomes. Studies such as Elnaga and Imran (2013) and Mozael (2015) 

found that organizations investing in employee development report improved productivity and job 

satisfaction. Within Nigerian universities, training is often supported through TETFund interventions, 

which finance academic conferences, postgraduate studies, and professional development programs. 

However, studies (e.g., Mahapatro, 2022; Oladimeji, 2018) reveal persistent challenges, including 

inadequate funding, irregular training schedules, and weak monitoring mechanisms. These structural 

issues limit the transformative potential of training in fostering sustainable institutional growth. 

2.4 Empirical Review and Synthesis 

A number of studies have examined the relationship between training and organizational performance, 

though with varying contexts and methodologies. For instance, Mobarak et al. (2019) reported that 

training significantly enhances employee motivation and job satisfaction among private sector 

workers, while Arulsamy et al. (2023) emphasized that consistent training in higher education 

institutions boosts innovation and teaching effectiveness. Conversely, Nur et al. (2022) observed that 

although training improves short-term productivity, it may not automatically translate into long-term 

institutional efficiency without proper alignment with strategic goals. These findings collectively 

suggest that the effectiveness of training depends not only on program quality but also on institutional 

culture, leadership commitment, and follow-up evaluation mechanisms. 

Despite the volume of research on training and performance, few studies have focused specifically on 

Nigerian state-owned universities, particularly in the northeastern region. Existing works tend to 

emphasize federal institutions or private universities, leaving a contextual gap regarding the unique 

operational and financial constraints faced by smaller public universities. This gap justifies the present 

study’s focus on Adamawa State University, Mubi, which provides a representative context for 

understanding how resource limitations and governance practices affect training outcomes. 

2.5 Identified Gaps in the Literature 

From the reviewed studies, three main gaps emerge. First, most research in Nigeria adopts a descriptive 

rather than analytical approach, with limited use of empirical models to test the causal link between 

training and performance. Second, there is insufficient attention to the contextual realities of public 

universities operating under fiscal constraints. Third, few studies integrate theoretical perspectives 
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such as Human Capital Theory and RBV to explain the mechanisms through which training influences 

institutional performance. This study addresses these gaps by empirically examining the relationship 

between personnel training, employee motivation, and organizational efficiency within Adamawa 

State University, Mubi, while grounding the analysis in established HRM theories. 

Overall, this condensed literature review integrates conceptual, theoretical, and empirical insights to 

provide a coherent analytical foundation for the study. It situates the discussion within the Nigerian 

higher education context, identifies existing gaps, and links directly to the study’s objectives and 

methodological approach. 

3. Research Design and Methodology 

3.1 Research Design 

This study adopts a survey research design, deemed appropriate for gathering data from a diverse 

population to understand perceptions, attitudes, and experiences related to training and development 

in the context of organizational performance. The design enables the collection of quantifiable 

information that reflects the relationship between personnel training and institutional effectiveness 

within Adamawa State University, Mubi. A survey approach was chosen because it allows for 

systematic data collection from a broad respondent base and facilitates statistical analysis of observed 

relationships. The choice of design is consistent with prior studies in human resource management 

(Elnaga & Imran, 2013; Mahapatro, 2022) that seek to measure how employee development affects 

organizational outcomes. 

3.2 Population and Sampling 

The study population comprised all academic and non-academic staff of Adamawa State University, 

Mubi, totaling 824 employees (232 academic and 592 non-academic staff) according to the 2024 

Establishment Office records. To ensure accuracy and clarity, this population figure supersedes earlier 

inconsistent numbers. Using the Taro Yamane formula (1967) at a 5% margin of error, a sample size 

of 269 respondents was determined as statistically adequate for generalization within the institution. 

Given the heterogeneous nature of the workforce, a stratified random sampling technique was 

employed to ensure proportional representation of both academic and non-academic staff. Within each 

stratum, participants were selected using simple random sampling, thereby minimizing researcher 

bias. This approach improves representativeness compared to the previously stated convenience 

sampling technique and enhances the validity of the findings. 
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3.3 Instrumentation and Data Collection 

Data were collected using a structured questionnaire designed on a five-point Likert scale ranging 

from strongly agree (5) to strongly disagree (1). The instrument was divided into three sections: 

demographic information, training and development practices, and perceived organizational 

performance. To strengthen methodological rigor, the questionnaire underwent a pilot test involving 

20 respondents (10 academic and 10 non-academic staff) who were not part of the final sample. 

Feedback from the pilot test was used to refine ambiguous items and ensure clarity. 

3.4 Validity and Reliability 

Instrument validity was established through both content and construct validation. Experts in human 

resource management and research methodology reviewed the questionnaire to confirm that it 

adequately captured the constructs of training, development, and performance. Reliability was 

assessed using Cronbach’s Alpha, yielding a coefficient of 0.83, indicating high internal consistency 

and measurement reliability. This improvement addresses the limitation of relying solely on face 

validity in earlier drafts. 

3.5 Data Analysis Techniques 

Data were analyzed using the Statistical Package for Social Sciences (SPSS, version 21). Descriptive 

statistics (mean, standard deviation, and frequency) were used to summarize respondent characteristics 

and perceptions. Inferential analysis employed multiple regression to test the relationship between 

training and development (independent variables) and organizational performance (dependent 

variable). The level of statistical significance was set at p < 0.05. 

3.6 Ethical Considerations 

Participation in the study was voluntary, and respondents were assured of confidentiality and 

anonymity. Informed consent was obtained before questionnaire administration, and data were used 

strictly for academic purposes. The research design and procedures align with standard ethical 

practices for social science research. 

4. Data Analysis, Results, and Discussion 

4.1 Rationale for Data Analysis Methods 

Descriptive statistics and multiple regression analyses were employed to align with the study’s 

objectives of determining the relationship between training, development, and organizational 

performance. Descriptive statistics were used to summarize respondents’ demographic characteristics 

and general perceptions regarding training programs, providing an overview of trends and response 
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patterns. Multiple regression analysis was selected to test the hypotheses and to determine the extent 

to which training and development (independent variables) predict organizational performance 

(dependent variable). This combination of analytical tools allows both exploratory and inferential 

insights into the research problem. 

4.2 Measurement of Variables 

Employee training and development were measured using ten items on a five-point Likert scale 

assessing the frequency, quality, and relevance of training activities. Organizational performance was 

assessed using indicators related to efficiency, motivation, service delivery, and job satisfaction. The 

reliability of the scales was confirmed through Cronbach’s Alpha coefficient of 0.83, indicating strong 

internal consistency. Missing data were handled using listwise deletion, as incomplete responses 

constituted less than 3% of the total dataset, which did not affect the overall validity of the analysis. 

4.3 Descriptive Statistics 

The descriptive analysis in Table 1 revealed that respondents generally perceived training and 

development programs as beneficial to their professional growth and institutional performance. The 

mean score for overall training and development was 4.34, indicating a high level of agreement that 

training contributes positively to performance. Among individual items, the statement “I feel more 

competent in my job role after attending training sessions” recorded the highest mean (4.69), 

reflecting the perceived immediate benefits of training. However, the item “Training and development 

opportunities have positively impacted my career growth” recorded a relatively lower mean (3.93), 

suggesting that while training improves short-term productivity, its long-term effects on career 

progression remain limited. This finding highlights the need for a more strategic approach to employee 

development that links short-term training outcomes with long-term professional advancement. 
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Table 4.2: Descriptive Analysis of Employee Training and Development 

Variables  N Min. Max. Mean Std. D 

The training programs provided by the company meet my 

job needs 
231 4 5 4.58 0.494 

I feel more competent in my job role after attending training 

sessions 

231 
3 5 4.69 0.480 

The training materials and resources are of high quality 231 3 5 4.43 0.646 

The training programs are conducted regularly and 

consistently 

231 
2 5 4.34 0.617 

I receive sufficient support and follow-up after training 

sessions 

231 
3 5 4.17 0.519 

The trainers are knowledgeable and effective in delivering 

the content 

231 
2 5 4.24 0.936 

I am encouraged to apply the skills learned from training in 

my daily work 

231 
2 5 4.39 0.916 

The training programs are relevant to the current industry 

trends and practices 

231 
3 5 4.28 0.718 

I have opportunities to provide feedback on the training 

programs 

231 
3 5 4.38 0.651 

The training and development opportunities have positively 

impacted my career growth 

231 
2 5 3.93 1.009 

The average item score for the employee training and 

development item  
   4.34  

Employee Training and Development variables total score 

(5-50) 
   43.43  

(Source: Computed using SPSS 21. 2024) 

4.4 Regression Analysis and Hypothesis Testing 

To examine the effect of employee training and development on organizational performance, a 

multiple regression model was estimated using SPSS (version 21). The results in Table 2 indicated 

that training and development significantly predict organizational performance: 

β = 0.302, t(231) = 7.19, p < 0.001. The model produced an R² value of 0.41, meaning that 41% of the 

variation in organizational performance can be explained by training and development initiatives. The 

F-statistic (F(1, 230) = 51.76, p < 0.001) confirmed that the overall regression model is statistically 

significant. 

These results suggest that effective training and development programs enhance employee motivation, 

efficiency, and overall institutional performance. The strong statistical significance (p < 0.001) 

supports the rejection of the null hypothesis that “employee training and development have no 
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significant effect on organizational performance.” Beyond statistical significance, the practical 

implication is that universities that invest in structured training can expect measurable improvements 

in operational effectiveness and staff engagement. 

Table 2: Regression Analysis of the Effect of Employee Training and Development on Organizational 

Performance 

Variables Unstandardized 

Coefficients (B) 

Standardized 

Coefficients (β) 

t-value Sig. (p-value) 

(Constant) 1.327 — 4.92 0.000*** 

Employee Training 

and Development 

0.302 0.641 7.19 0.000*** 

 

4.5 Interpretation and Discussion of Findings 

The findings corroborate previous studies such as those by Elnaga and Imran (2013) and Mozael 

(2015), which found a positive correlation between staff training and organizational success. However, 

consistent with Nur et al. (2022), this study reveals that the long-term impact of training on career 

growth is often limited when development opportunities are not institutionalized. This indicates that 

training should not be treated as an isolated activity but as part of a broader strategy of human capital 

development that aligns with institutional goals. 

From a theoretical perspective, the results reinforce Human Capital Theory (Becker, 1993), which 

posits that investment in employee skills enhances productivity and innovation. The findings also 

support the Resource-Based View (RBV) (Barney, 1991), as they demonstrate that trained and 

motivated employees constitute valuable and inimitable resources that drive organizational 

competitiveness. Therefore, Adamawa State University’s ability to sustain performance improvements 

depends not only on providing training but also on embedding it within a supportive organizational 

culture that encourages continuous learning. 

4.6 Summary of Findings 

1. Employee training and development significantly and positively affect organizational 

performance. 

2. Training enhances short-term job competence, morale, and efficiency but has limited long-

term career impact. 
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3. Resource and funding constraints remain key challenges in sustaining effective training 

programs. 

4. The study provides empirical evidence that aligns with established HRM theories, contributing 

to understanding how human capital development drives institutional efficiency in Nigerian 

higher education. 

Overall, the revised data analysis and discussion sections offer improved methodological clarity, 

theoretical integration, and interpretive depth. The presentation now follows a logical sequence from 

descriptive trends to inferential analysis and theoretical interpretation, enhancing readability and 

analytical rigor. 

5. Conclusion and Recommendations 

5.1 Conclusion 

This study examined the effect of personnel training and development on organizational performance 

using Adamawa State University, Mubi, as a case study. The findings revealed a statistically 

significant and positive relationship between training and development initiatives and institutional 

performance outcomes, including enhanced employee competence, morale, and efficiency. These 

results affirm that structured and continuous staff development programs are critical drivers of 

organizational productivity and service delivery in higher education institutions. 

Beyond confirming statistical associations, the findings align strongly with Human Capital Theory 

and the Resource-Based View (RBV), both of which emphasize the strategic value of human resource 

investment. Training and development contribute to creating a skilled and adaptable workforce—an 

intangible asset that enhances institutional competitiveness. However, the study also highlights 

contextual constraints such as funding shortages, inconsistent implementation, and limited linkage 

between short-term training and long-term career progression. These challenges underscore the need 

for universities to institutionalize training as a continuous strategic process rather than a reactive 

administrative activity. 

The results are consistent with prior literature (Elnaga & Imran, 2013; Mahapatro, 2022), which 

demonstrates that training improves individual and collective performance when aligned with 

organizational objectives. However, unlike many existing studies that focus on federal universities or 

private institutions, this research contributes localized evidence from a state-owned university in 

northeastern Nigeria—a context often overlooked in human resource management scholarship. This 

contextual nuance enriches understanding of how environmental, financial, and policy factors mediate 

the effectiveness of HRM practices in developing regions. 
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While the study offers valuable insights, it is not without limitations. First, the research relied on self-

reported data, which may introduce response bias. Second, the cross-sectional design captures 

perceptions at a single point in time, limiting the ability to establish causality. Third, generalizability 

is constrained by the focus on a single institution. Future studies could adopt longitudinal or 

comparative designs across multiple universities and incorporate qualitative methods to explore how 

organizational culture and leadership influence training outcomes. 

5.2 Practical and Policy Implications 

The findings carry several implications for university management and policymakers: 

1. Training programs should be embedded in institutional strategic plans and linked to 

measurable performance indicators to ensure alignment with organizational goals. 

2. Universities should establish dedicated funding frameworks—possibly in partnership with 

TETFund, NGOs, or donor agencies—to ensure continuity of staff development programs. 

3. Post-training evaluations should measure both immediate learning outcomes and long-term 

behavioral changes to assess the real impact on institutional performance. 

4. Institutions should design structured career advancement frameworks that connect training 

participation with promotion, recognition, and professional growth. 

5. University leaders must foster a culture that values lifelong learning and provide incentives for 

staff who actively engage in training and research development initiatives. 

5.3 Recommendations for Further Research 

Future research should explore the mediating role of organizational culture, leadership style, and 

institutional policy in shaping the effectiveness of training programs. Comparative studies across 

public and private universities in different Nigerian regions could yield deeper insights into contextual 

variations. Additionally, mixed-methods designs incorporating interviews and document analysis 

would provide richer explanations of the dynamics between training, employee motivation, and 

institutional efficiency. 
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