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ABSTRACT 
This seminar paper examined Manpower Training and Its Impact on 
Organisational Productivity in Ministry of Works, Uyo, Akwa Ibom State. Two 
specific objectives, and corresponding research questions and null hypotheses 
were formulated to guide the study. Descriptive survey design was employed for 
the study. The population was three hundred personnel. The study sampled one 
hundred and seventy-one personnel for the study. Simple random sampling 
technique was used to draw the sample from the population. A self-structured 
instrument entitled “MTIOP” was used for data collection. Independent t-test 
statistic was used to test the hypotheses at 0.05 percent alpha level. The reliability 
coefficient was established using Cronbach alpha statistics at 0.87. The results 
revealed positive impact on organisational productivity level in the Ministry. It 
was concluded that the role of manpower training is visibly significant in the 
organisation. It was also recommended among other things that the Ministry 
should provide quality personnel for training programmes in the organisation.  
Keywords: Manpower training, Impact, and Organisational productivity 

 
INTRODUCTION  
The need for training and development in organisation is of supreme importance.  Training and 
development is at the heart of employees’ utilisation, productivity, commitment, motivation and 
growth. Personnel training and development is part of the human resource management functions. 
The most important reason for manpower training and development is to bring the competencies, 
skills, knowledge and attitudes of individuals up to desire standard for potential assignments 
(Fanibuyan, 2011). Hence, training could be defined as a systematic process of changing the 
behaviours or attitudes of employees in a direction to increase organisational goals’ achievement or 
is an effort by the employer to provide opportunities for the employees to acquire job - related 
skills, attitudes and knowledge (Osuala and Okeke, 2010). 
Training and development of programmes are generally aimed at educating supervisors, employees 
and beyond the immediate technical requirements of the job and has a main objective of the 
improvement of the effective performance of all managers. The role of the management in staff 
training is based on the premise that human resources are the most dynamic staff of the 
organisations. It needs substantial attention from the organisation if they are to realise full 
potentials in their work. In order to sustain economic and effective performance, it is importance to 
optimise the contribution of employees to the aims and goals of the organisation. Training is an 
integral part of the process of total quality management. Training improves productivity of the 
personnel and contributes to organisational productivity. 
Training is an instrument of change if the organisation accepts the search for greater efficiency as a 
never ending one and strives to adapt to change, the environment in which the organisation works is 
continually changing. The human resources available to any nation constitute the most essential 
asset to that nation.  Manpower is the basic resource that is used in converting other resources to 
benefit the organisation. So, how well an organisation develops its human resources are basic in 
deciding how much it could accomplish as an organisation.  
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Even in developed countries, where the uses of machines are at an advanced stage, manpower is 
still very imperative. The qualities of human resources in organisations are very important as it 
determines whether the organisation will be successful or not. Managing the human components is 
the central and most important task because all else depend on how well the human resources are 
developed. 
Considering the tremendous importance of human resources in organisations, every organisation 
therefore places great emphasis on training and development. This will enhance to turn potential 
human resources into actual resources. Education provides people with knowledge, skills, attitudes, 
training, orientation, spirit of initiative and social responsibility which enable them to do the job of 
development in the circumstances in which they find themselves. There is no other way of 
achieving organisational objectives than through proper training which enhances optimal 
utilisation, productivity, commitment and motivation of workers. Organisations may have 
employees of ability and determination with appropriate equipment and managerial support, yet, 
productivity falls below expectation because they lack adequate skills and knowledge required for 
the task .These skills could be acquired through training. Training is in various forms which include 
induction courses, conferences, on-the-job training, off-the-job training, seminars and other 
practical methods of personnel training. Manpower training policies are vital ingredients for 
organisational advancement. Organisation exists and grows because it provides the community 
needs. To do this, the organisation must function at an optimal level of productivity. Its efforts, 
success or failure largely depends on the ability of the organisation to train and develop its 
personnel productive capabilities, competencies and skilled workforce which is capable and willing 
to work toward the realisation of these objectives. Manpower training is one of the functions 
perform by the management, but this was not given serious attention by management. Many 
employees have failed in organisations because the need for training was not identified and 
provided for by the management and this reduces the productivity level within the establishments. 
This shortcoming has attributed to poor and ineffective policies on training and development. 
Where there is good and effective training programme adequately administered will improve 
productivity because training increases workers morale, improves coordination, encourages staff 
stability, reduces absenteeism and thereby increases productivity level in the organisation. 
This in effect improves the skills, attitudes, and knowledge as well as improving technical 
potentialities of the labour force. To achieve its training and developmental goal, the ministry needs 
to go extra miles in encouraging employees to undergo diverse forms of training. Now, there is 
need to undergo training while old employees must be developed from time to time so as to 
improve productivity level. Organisational effectiveness is the capacity of an organisation to adopt 
and maintain itself in the face of changing conditions depending to a very large extent on how 
effectively its workforce can be managed and utilised (Edet, 2000).Staff training is a tool in which 
the trained staff can perform effectively for the success of any organisation. Udonan and Akpan 
(2019) view training as concerned with imparting specific skills on the trainees. The success of any 
organisation largely depends on the effective mobilisation of the efforts of all staff that make up the 
organisation. We are in a competitive world and therefore must produce technical managers who 
can stand the taste of time in the business. This cannot be possible unless the organisation has a 
proper programme for manpower training which must be organised by the personnel department. 
The productivity of any ministry depends largely upon the competence of its staff. There must be 
some forms of training given to various categories of personnel for efficiency and effectiveness. 
Manpower training deals with taking stock of the present labourforce of the organisation and 
forecasting against the future needs of the organisation. This process involves making plans for 
analysis for recruitment, discharge, transfer, leaves and promotion. Hence, this seminar paper seeks 
to investigate the positive impact of manpower training on organisational productivity levels in the 
organisations.  
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Statement of the Problem  
Organisations are usually established to achieve defined goals and objectives. The success of any 
organisation is determined by effectiveness of its personnel. Personnel training and utilisation form 
an integral part of any organisation that wants to succeed because it is the knowledge and skills of 
the employees in the organisation that will determine the extent to which resources potentials are 
put to work. The problems which most organisations are now facing are inability to attract 
competent professional personnel. This has led to the shortage of adequate trained manpower for 
effective organisational operation. Among problems that could emanate from such act are; low 
productivity of workers, low quality output, increased wastage, low profitability, low per-capital 
income and absenteeism. Most organisations have not lived up to the expectation in the area of 
manpower training. This then underscores the need for a closer look at the manpower training 
activities in the ministry with a view to evaluating its effectiveness. 
 
Purpose of the Study 
The main objective of this seminar paper is to investigate manpower training and its impact on 
organisational Productivity in Ministry of Works, Uyo, Akwa Ibom State. In specific terms, the 
study seeks to: 
 examine whether productivity and performance  of staff have improved after the training  in the 

Ministry of Works, Uyo, Akwa Ibom state. 
 examine whether staff promotion largely depends on  training  in Ministry of Works, Uyo, 

Akwa Ibom state. 
 
Null Hypotheses 

The following null hypotheses were formulated to guide the study. 
1. Manpower training does not have any significant impact on the organisational Productivity in 

Ministry of Works, Uyo, Akwa Ibom State. 
2. Staff promotion does not depend on the training in Ministry of Works, Uyo, Akwa Ibom 

State. 
Significance of the Study 
This seminar paper is aimed at encouraging the management of Ministry of Works, Government 
Parastatals and other privately owned business organisations in identifying the essentials for 
manpower training. 
It is also hoped to better the entire personnel with the knowledge which this seminar paper would 
elicit, since it is already acknowledged that human resources are crucial in the achievement of the 
organisational objectives and training is the primary source of creativity, and improvement.  
This study would contribute to the existing body of literature on personnel training and 
development.  
It would also assist researchers and students of personnel management who may want to undertake 
a similar study. 
Finally, it would assist personnel managers who desire to come out with effective and efficient 
manpower training programmes in their organisations.  
 
Scope of the Study 
The focus of this seminar paper was to examine manpower training and its impact on organisational 
productivity in Ministry of Works, Uyo, Akwa Ibom State. The content scope was delimited to the 
two variables stated in the specific objectives of the study. 
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LITERATURE REVIEW 
Human Capital Theory by Smith (1776) 
The theoretical basis of this study is Human Capital Theory. The human capital theory was 
developed by smith (1776) and re-invigorated by Schultz (2004) postulates that training is a form of 
investment in human beings. The underlying belief then is that training creates assets in the form of 
knowledge and skills, which in turn increases the productivity of the personnel. Schultz argued that 
skilled human resource has been able to acquire these skills as a result of personnel training 
programme or investment in the existing human resource through appropriate on-the-job training 
both within and outside the organisation; For example, seminars, workshops, conferences, and by 
creating conducive environment through appropriate welfare care like promotion. Human capital 
theory proposes that personnel skills, experience, attitudes, and knowledge are a form of capital and 
that returns are earned from investments made by the employer or employee to develop these 
attributes. The human capital theory holds that employees should invest in specific training and 
further initiation of more promotion opportunities to enhance employees’ career path prospects. 
The human capital perspective is also illustrative of the employee’s point of view. He contends that 
employees are not cost, factors of production, or assests, but rather investors in a business. They 
invest their own human capital, and they expect a return on their investment. The predisposition for 
an employee to invest their time in an organisation is based on sense of commitment. Nevertheless, 
staff development programmes may be viewed as generalised investments can reassure employees 
that the expenditure of their time in the organisation will contribute to their development and thus 
improve employee commitment and loyalty. Staff training and development proggrammes give 
organisations a competitive advantage by linking the strategic interests of the organisations with the 
interests of their employees. For the employee, human capital theory justifies time spent at the 
workplace on regenerative activities. Training has thus, added value to human resource, hence 
become skilled. If ministry of works is to enhance the job performance of personnel, then, more 
effort should be made to facilitate these proggrammes if they perceive that this would be valuable. 
 
CONCEPTUAL FRAMEWORK 
Training is the systematic imposition of skills and knowledge to all categories of personnel for their 
achievement and efficiency in service. Training of workforce has assumed special significance in 
the context of recruitment policy on democracies which is meant to test the general abilities of the 
companies’ candidates. However, it is quite enough to carry them through their career, once they 
are selected. With the general diversification and complexity of the functions and tasks of 
government, occupants of public offices have to be trained for their jobs. The practice of advanced 
countries has amply produced the effectiveness and utility such as in-service-training to meet the 
challenges of continuing socio-economic challenges. The administrators have to be kept abreast of 
the latest training and career development in administrative theory and techniques to deal with all 
kinds of situations. Training helps the recruit to acquire occupational skills, knowledge, attitudes, 
and contributes his best towards the objective of the organisation. Training moulds and shapes the 
entrants to internalise the organisational skills and character, and helps them to adapt to new 
environments. Bernard (2014) maintained that the function of training is to help employees grow. 
Training is necessary to equip employees for higher positions and greater responsibilities where 
specialised knowledge and increase competitiveness may be needed. Training not only enhances 
competence and ability of staff but in the process contributes to organisational efficiency and 
prestige. It fosters a sense of duty among the employees. Training helps build integrity and morale 
in employees by developing their requisite mental attitudes. 
Taylor’s second principle related to selection, placement and training of workers in a scientific 
manner. Standardisation of working conditions will be crucially served by selecting and placing 
workers on jobs for which they are best suited by their physical and intellectual abilities. Moreover, 
it is the duty of the management to train workers for their task and provide them all facilities for the 
career development of their personalities.  
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The management of the organisation should endeavour from time to time to organise training 
programme and orientation courses for employees. Human resources contribute to the successes of 
an organisation with effective use of other resources and maintaining good human relations. Beach 
(2015) listed four specific ways in discovering training needs to include the following: 

 Identification of organisational production problems in terms of low productivity, 
high cost, poor material control, poor quality and waste, excessive labour-
management strife, high employees’ turnover and excessive absenteeism. 

 Collecting employees and managerial opinions through interviews and testing to 
discover deficiencies. 

 Analysis of jobs and employees through job analysis, employees’ appraisal and 
testing to discover deficiencies. 

 Anticipating impending and future problems in terms of business expansion, new 
product and designs, new plans and technology, organisational changes, and 
manpower inventory as compared to the present manpower resources and the future 
need. 

Changes in job requirements need to improve skills and develop workers potentials. Workers 
ability is a constant measure in a majority of jobs so they must be a continuing review of the 
individuals training needs. It is the responsibility of managers and supervisors to assess the 
individual needs. They then consult with the training department to arrange for such training to be 
given. Job requirements must be reported to the appropriate training officers and to the employees 
concerned. In any organisation, the senior executive should have responsibility for training. The 
needs for training and retraining as a continuous process must be clearly recognised. Human 
resources development is a systematic process of training and growth by which an employee gains 
knowledge, insights and attitudes to manage organisational work effectively. It emphasises the 
opportunity to apply ones knowledge and needs to learn and grow by so doing knowledge is 
meaningless unless there is opportunity to apply it and this is achieved through exposure. Human 
resource development is a theoretical framework for the expansion of human capital within an 
organisation through the career development of both the organisation and individual to achieve 
performance improvement (Wikipedia, 2012). Adam smith stated that the capacities of individual 
depend on their access to training. It is the integrated use of training effort to improve individual, 
group and organisational effectiveness. It is the organised activities arranged within an organisation 
in order to improve performance and general growth for the purpose of improving the jobs, the 
individual or the organisation. Susan (2012) maintained that training is a framework for helping 
employees to develop their personal and organisational skills, knowledge and abilities. Training on 
the other hand is an organisational effort aimed at helping an employee to acquire basic skills for 
effective and efficient execution of the functions for which he or she is hired. 
Oladunmi (2014) stated that training pave the way for mental career development of employees 
through effective training and development of policies and programme in order to make for better 
qualified workforce.  Aniago and Ejiofor (2010) asserted that Nigerian manpower problem is not 
essentially an educational problem rather it lies on the inefficient utilisation of human resources. It 
can no longer be taken for granted that employees will arrive at workplace with all the requisite 
skills. The most knowledgeable and skilled worker still require training so as to fit into the 
organisation and become a valuable contributor to the team (Quinn, 2016). The chief function of 
the supervisor is the career development of the employees in their unit. Managers who have often 
been promoted from a technical position must remember that they are now the coaches. The 
manager can have the greatest effects only by assuring that the employee is truly prepared for 
action. However, training is focused on current job skills and employee career development for 
future advancement, and result-oriented. One of the major objectives of any formal business 
organisation is profit maximisation but cannot be achieved satisfactorily without an effective and 
efficient workforce. Staff training improves organisational productivity effectiveness.  
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Principles of the Training and Development Policy  
Training is an organised procedure by which staff acquires the knowledge and skills for specific 
purpose. Policy has to do with the guidelines to follow in carrying out any process.  Akpan (2015) 
viewed policy as a form of law made by the governing bodies in an organisation.  Training policy is 
the training guideline set aside by the management of an organisation to be followed in the process 
of training the workers. The worker learns to keep to instructions issued by superiors to help in 
decision-making. A specific plan to meet the demand of any training may be set as follows: The 
content of the particular training; where and how the training will be carried out; the priority of the 
particular training; and the methods to be used in assessing the results of training. Training and 
development can be defined as any activity designed to help individuals become more effective at 
their work by improving, updating or refining their knowledge and skills. It encompasses a range of 
activities including, involvement in various projects, attendance at training courses, conferences or 
seminars, visits to other organisations, work shadowing, formal study, coaching and mentoring.  
 It is believes that training and development is a continuous process. There is an expectation 
that staff will keep abreast of developments within their own area of expertise.  
 The responsibility for identifying training and development needs and carrying out agreed 

training and development activity is shared between the Line Manager and the staff 
member. Human resources division will encourage and support appropriate training and 
development.  

 Line Managers are responsible for providing support and guidance in relations to the 
training and development of those reporting to them, particularly in relations to the 
identification of training and development needs and making sure that appropriate action is 
taken as a result.  

 Each staff is expected and encouraged to take ownership and responsibility for their 
personal development in relations to their work, within the framework of support provided 
by the organisation. This includes analysing their own skills, aptitudes and potential 
development needs as well as having a positive attitude and proactive approach to 
development.  

 The organisation will monitor and evaluate training and development activity to review and 
improve provision.  

 
Aims of the Training Policy/ Responsibilities 
In keeping with one of the six priority objectives of  Strategic Planning   is to motivate and make 
the most of the capable workforce committed to the development and training of each member of 
staff, equipping them with the necessary skills and knowledge to provide the best possible quality 
service and supports to the people.  
The main aims of this policy are to:  
 Ensure that staff members are supported and enabled to meet the changing demands of the 

company so that the group achieves its strategic objectives.  
 Facilitate staff development and assisting them to broaden their existing skill base.  
 Provide a working environment where continuous learning and development takes place to 

help staff in their roles, increase motivation and enhance staff retention.  
 To support and promote development of all staff through education and training. 
 To standardise procedures for accessing education and training for the staff. 
 To provide equity for all staff members in accessing education and training resources and 

opportunities. 
  It is the responsibility of line managers to ensure effective induction training is provided 

and that all statutory training requirements are met. 
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  All personnel have a responsibility to participate fully in training opportunities, and to 

inform their line managers of any personal training needs they may have in relations to any 
aspects of their employment role. 

 Personnel who are members of regulated professional bodies will be supported and 
facilitated to retain, maintain and develop the requirements of those bodies. 

 All personnel must reflect the education and training received in the provision of a high 
standard of care and services to the people we support and their families. 

 All personnel must keep a record of their own education and training. 
 All Line managers must keep a record of the education and training undertaken by all 

employees. 
 Human resources division must keep a record of specific training undertaken by staff. 

 
Summary of Review of Related Literature 
First, personnel increase their productivity when they consider that their work is important. It is 
necessary to make an employee feels that his job is a part of the total process of training and 
without it, the process is not complete. 
Second, productivity will be increased when an employee has achieved job satisfaction. Therefore, 
efforts should be made to enrich the job if productivity is to be increased. The increase in 
productivity is not likely to be realised unless the basic needs are first satisfied and this varies from 
one individual to another. 
Third, self-direction and self-career development are essentials for personal commitment which 
leads to increase in organisational productivity. 
Finally, recognition and rewards, e.g. promotion needs to be provided and related to results for 
sustained productivity. 
 
METHODOLOGY 
Research Design 
The researcher employed descriptive survey design for the study. This design was considered most 
appropriate because of its cross sectional approach in seeking the views on manpower training and 
its on organisational productivity. 
 
Research Area 
The research area is Ministry of Works in Uyo Headquarters, Akwa Ibom State. 
Population of the Study 
The study was conducted in Ministry of Works, Uyo, Akwa Ibom State. The population of the 
study was three hundred personnel according to the available record from statistics unit in the 
Ministry.  
Sample and Sampling Techniques 
The study sampled one hundred and seventy-one participants. A simple random sampling technique 
was employed in selecting the participants from the said population. Taro Yamme Formula was 
used in calculating the sample size (See Appendix C)  
Instrument for Data Collection 
The researcher developed an instrument entitled “manpower training and its impact on 
organisational productivity” (MTIOP) for data collection. 
Validation of the Instrument 
The instrument (MTIOP) was validated by the supervisor and two experts from test and 
measurement, University of Uyo. The experts examined the items on the instrument for clarity, 
appropriateness of language, and ability to elicit accurate information in relations to the objectives 
of the study, research questions and hypotheses. Their comments and inputs were integrated in the 
final copy of the instrument for use in the study. 
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Reliability of the Instrument  
To determine the reliability of the instrument, the researcher carried out a trial test on thirty 
personnel who were part of the population but were not part of the actual study. The administration 
of the instrument was carried out twice and the scores obtained were used to determine the 
reliability coefficient using test-retest method   and analysed with Cronbach alpha analysis. The 
reliability coefficient of 0.87 was obtained. This was considered sufficiently high to establish the 
internal consistency of the instrument. 
 
Administration of the Instrument 
The questionnaires were personally administered by the researcher and three trained assistants. This 
procedure enables the researcher to further explain the items to the examinees and which enhances 
effective collection of the completed questionnaires. 
Method of Data Analysis 
Data collected for this study were analysed and tested with t-test at 0.05 percent alpha level.  
 
RESULTS 
This chapter deals with data analysis, interpretation and discussion of findings based on the data 
collected. Two null hypotheses were tested, analysed and interpreted. Independent t-test was used 
to test the hypotheses at 0.05 percent level of confidence.  
 
Null Hypothesis One: Manpower training does not have any significant impact on organisational 
Productivity in Ministry of Works, Uyo, Akwa Ibom State.  
Table 1:    Manpower training does not have significant influence on organisational 
Productivity in Ministry of Works, Uyo,   Akwa Ibom State.  
Acceptance 
Level 

N Df  
X 

SD t-cal t-cri 

Yes  143 169 1.72 0.73 3.16* 1.96 
No    28 1.21 0.40 
* Significant at p<.05 

 
The result presented in Table 1 reveals that t-calculated value of 3.16* is greater than the t-critical 
value of 1.96 at 0.05 percent level of confidence at 169 degrees of freedom. The implication is that 
manpower training has significant impact on organisational productivity in Ministry of Works, 
Uyo, Akwa Ibom State.  Hence, the null hypothesis one is rejected and the alternative hypothesis 
one is upheld. Manpower training significantly impacted on organisational productivity in the 
Ministry.  
Null Hypothesis Two: Staff promotion does not depend on manpower training in the Ministry. 
 
Table 2: Staff Promotion does not depend on Manpower Training   in the Ministry. 
Acceptance 
Level 

N Df  
X 

SD t-cal t-cri 

Yes  135 169 1.97 0.98 3.33* 1.96 
No   36 1.15 0.22 
* Significant at p<.05  

 
The result presented in Table 2 reveals that the t-calculated value is 3.33* greater than the t-critical 
value of 1.96 at 0.05 percent level of confidence at 169 degrees of freedom. This implies that Staff 
promotion largely depend on manpower training in the Ministry. Therefore, the null hypothesis two 
is rejected and the alternate hypothsis two is retained. It is significant at 0.05 percent alpha level.  
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Summary of the Study 
Table 1 reveals that manpower training significantly impacted on organisational productivity level 
in the ministry.  High percentage of respondents affirmed that training influence the knowledge and 
skills of workers.  
Also, workers’ promotion largely depends on training as indicated in Table 2. Well managed 
manpower training will contribute more than it cost, and its productivity depends largely on the 
quality of its workers than on any other factor. 
The analyses of data in table 1 and 2 indicate that staff productivity works hand in hand with staff 
promotion and reveal a high percentage of 93.33% and 90 % respectively. These imply that 
trainings have significant impact on the organisational productivity in the ministry. Therefore, the 
null hypotheses 1 and 2 were rejected and alternate hypotheses were upheld.  
 
DISCUSSION OF THE FINDINGS 
The discussion is done under manpower training and its impact on organisational productivity 
levels in the ministry. Data presented in Tables 1 and 2 reveal that manpower training and workers 
promotion significantly impacted on organisational productivity in the ministry. High percentage of 
participants also affirmed that training improves the knowledge, attitudes, and skills of workers.  
 
Implication of the Study 
The implication of this study is that manpower training significantly impacted on organisational 
productivity. 
 
CONCLUSION 
The findings from the study and the conceptual framework have clearly reveals that manpower 
training and workers’ promotion significantly impacted on organisational productivity level in the 
ministry.  
 
RECOMMENDATIONS 
Based on the findings, the following recommendations are made: 
 The management of Ministry of Works, Uyo, Akwa Ibom State should provide quality 

personnel for training and development programme in the organisation. This will increase the 
knowledge, attitudes, and skills of the workers. 

 The management should ensure that every staff is aware of the objective and goal of the 
organisation and works towards achieving those objectives and goals. 

 The management should also appraise the staff performance regularly and skillfully as this 
would bring to focus the strengths and weaknesses of each staff. 

 The staff consultative committee should be established for the workers to be meeting from time 
to time in discussing their problems in order to have a good working environment, because even 
if the workers are trained on the job but the condition of employment does not favour them, 
they will not perform well. 
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