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ABSTRACT

This study attempts to establish whether or not training and development has
impact on lecturers in Higher Education Institutions (HEI) particularly the
Polytechnics in Nigeria and subsequently identifies various training methods
that are employed for that purpose. Theaimisto know if thereisany connection
between HR practice of training and devel opment on the perceived performances
of lecturersin the Polytechnic and; more precisely, the degree to which lecturers
recognize training and development improving performances on the job?
Consequently, the study engages case study technique using Federal Polytechnic,
Bauchi, Nigeriato achieveits objective. Qualitative research methodsis engaged
for this study and qualitative semi structured interviews is used in generating
data required while engaging thematic analysis in analysing data collected.
The study revealsthat thereisin place a sound on the job and off the job training
and development policy in the institution even though there are reservations on
decisions by management on whom are sent on training and in what area
particularly overseastraining. That notwithstanding, it is obvious from the study
that the human resource (HR) practice of training and development has impact
on lecturers performances as their skills and knowledge are being updated to
meet up with present day challenges. Finally, the study recommends to the
management of the polytechnic under study to consider holistic implementation
of this practice so that the challenges associated with observing it as found out
by this study are addressed especially those to be trained and the mode to be
engaged.
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INTRODUCTION
A number of studieson Human Resource (HR) practicesand job performance have been
carried out and specifically on someuniverstiesinAfrica, Ada and some European countries
(Olufemi, 2009; Molefe, 2010; Shahzad, Bashir and Ramay, 2008; Smeenk, Teelken,
Eisngaand Doorewaard, 2008). That notwithstanding, thereisthe need to exploremore
onthearea, particularly, Higher Education Ingtitutions(HEIs). Oneshortcoming of previous
studiesthat made this study imperative wasthat the pol ytechnicswere not considered or
incorporated despite thefact that for example, in Nigeria; they constitute asubstantial
percentage of HEIs. Although researcheswere carried out on some selected HR practices
inrelation to performance evaluation in some universitiesin Nigeriaand South Africa
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(Olufemi, 2009 and Molefe, 2010), thereisno empirica evidence to support theexistence
of similar research that the polytechnicswereinvolved. Thus, thefindings of previous
studieson selected universitiesin African countries mentioned on thisareacould have
mademoreinteresting revelaionsor perhgosmakeinteresting revel ationsif the polytechnics
wereincluded or researched on. In Nigeria, for example, despite thefact that both the
universitiesand polytechnicsare considered HEIS, there exist some disparitiesamong
which are; the objectivesfor which they were established in terms of their mandate,
nomenclature and status of teaching staff and even patronageintermsof studentsintake
and admission policy among others.

Making referenceto Boselie, Dietz and Boon (2005) where they emphasiseon
how organisations’ policiesand strategies are executed to deal withissuesrelatingto
employeesmanagement based on their requirements and obj ectives, thisstudy focuseson
theleve towhich oneof the HR practicesrecognized by Bosdlie, Dietz and Boon (2005);
that is, training and devel opment isobserved in aPolytechnicin Nigeriaand isabletofind
out if thereisany connection that exists between this practice and observed |ecturers
performances aswell as assessing the effect of this practice on thelevel of lecturers
expertise. To achievethis, Federal Polytechnic, Bauchi, Nigeriaisengaged for the studly.
Hence, the purpose of thisstudy isto find answersto theresearch questionsastoif there
isany connection between HR practice of training and development on the perceived
performances of |ecturersin the Polytechnic and; more precisely, the degreeto which
lecturersrecognizetraining and devel opment improving performanceson thejob?

Despitethefact that thereareindications of certain dissimilarity and semblance
between nations concerning the manner thisHR practice affect the lecturers’ quality
(Smeenk, Teelken, Eisinga and Doorewaard, 2008), conversdly, cohesion exist (Buckson
and Watson, 2002; Shahzad, Bashir and Ramay, 2008; Olufemi, 2009; Ahmad and
Shahzad, 2011). Consequently, the significance of the study isto report findingswith
referencetolecturers perceptionson training and devel opment influencing performances
that can assist management on how best to takedecisonsonimplementing thisHR practice
to enhancelecturers performances (Shahzad and Bashir and Ramay, 2008) particularly
concerning polytechnic educationin Nigeria

In addition, bearing in mind the contributions of lecturerstowardstraining the
required skilled work forcefor organizations, it ispertinent to aspirefor more skillsfor
enhanced lecturers performancesto attain that objective (Guest, 2002; Harley, 2002;
Gould-Williams, 2003; Tessemaand Soeters, 2006) aswell asthat of organizations (Wright
and McMahan, 1992; Husdlid, 1995; Bosdlie Dietz and Boon, 2005). Itisthemainfunction
of thehuman resource (HR) managersto be ableto among other thingsmanageemployees
in organisationscong dering therolethey play intheattainment of organisationa objectives
(Inyang, 2011). The ability to carry out thisfunction hasto take into cognisance, the
employees ability totheir implement potentialitiesin order to attain capabilitiesso asto
redlizeindividua and organisational objectives. Thus, Husdlid (1995) and Shahzad, Bashir
and Ramay (2008) aver that, exploiting HR practices offers considerable benefitsto
organisations, particularly, enhancing both empl oyees and organi sational performances.
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Studiesreveal that engaging comprehensive HR practicesimpact on organisational
commitment (Pfeffer and Veiga, 1999). Therefore, HR managerscontend with thechalenges
of ensuring that the best practicesare observed in order to meet up with the demands of
organisationsparticularly managing employeesfor smooth organisational operations.

Trainingand Development

Human Resources (HR) practice of training and development playsasignificant role by
making it possiblefor organisationsto have and maintain competent personnel for the
operationsof organisationd activities. Though thetermsare subgtitutable, their connotations
and purposevary. Whiletraining ismeant to give employeestherequisiteknowledgeand
skillsonthepresent job, thelatter goesbeyond that, asitspurposeisto provideemployees
with the skillsthat will enablethem handleany likely challenges connected to their jobs
(Mondy, Noe and Premeaux, 2002). However, the duo is anticipated to complement
each other to attain organisationa set objectives. It wasfound out that; improved learning
outcomeson students have been observed following thetraining lecturershave undergone
(Schon, 1987; Gibbsand Coffey, 2004). Thus, Boxall, Purcell and Wright (2007) uphold
that the dominant intention of embarking on employeestrainingisensuring thet theemployees
cultivateaswell as possessthe necessary expertisefor accomplishing expected rolesand
responsbilities.

Basically, organi sations engage either or both of thetwo major typesof training
which are, onthejob and off thejob training (Mondy, Noe and Premeaux, 2002; L abour
Force Survey, 2008). Mondy, Noe and Premeaux (2002) posit that thetype of training
that isassociated with planning, structuring and executing training plan, carried out within
theemployees working environmentis‘ onthejobtraining’ whereas* off thejobtraining’
isplanned and executed by internal or externd providersto employeesoutsidetheworking
place. However, deciding onthetypeof training to be offered to employeesisrediant upon
theavailability of resources, objectivesof training, the contentsand previous experiences
consequent of the outcome of past training programmes organized by the organisation
(Binstead, 1978). Theform and method of training implemented for employees, although,
isdependent on theobjectiveitisintended to achieve.

Table 1 illustrates in tabular form, training and development methods that
organisationsmay employ inimplementing training programmesto redlizetraining obj ectives.
Some benefits accruable from training and devel opment organi sed and conducted are;
development in skillsbase, proficiency inrelevant areasand positive shift intandemwith
assigned tasks (Redman and Wilkinson, 2009). A well planned and executed training and
development afterwards, induces employeesto performin accordancewith the overall
organisational mission (Koonce, 1997). Previous studiesreveal that training apart from
improving knowledge and skillsof employees, alsoimpactson thejob and organisational
performances (Russell, Terborg and Powers, 1985; Bartel, 1995; Iddekinge, 2009).
However, Human Resources managers are guided by factors such asbudgets, benefits,
thelikelihood of learning transfer to the workplace, the profile of the learner group,
applicability of method, organisationd cultureand strategic goa sin deciding themethod of
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training to be engaged for employees(Marchington and Wilkinson, 2008). Hence, training
isaHR practices component that organi sations must embraceto be ableto maintain an
efficient and effectiveworkforceto keep the organisation live up to expectations.

Table1: Training and Devel opment Methods

Utilised Generally for Conducted Primarily

M ethod Managers and Operative All On the Job Off the Job
Professionals Employees Employees

Coaching and mentoring

Businessgames X X

Case study X X

Video tapes X

In-basket training X X

Internships X

Roleplaying

Job rotation

Computer-based training

Web-based training:

the internet, intranets, and

just-in-timetraining X X

Distancelearning and

video conferencing

Classroom programmes

Onthejob training

Apprenticeship training X X

Simulators X

Vestibuletraining X

Corporate universities X

Community collegestraining X

Adapted from Mondy, Noe and Premeaux (2002)

X X X X X X
>
x X X X X X

X X X X

Lecturers Performancein Higher Education: Professional Competencies
Shahzad, Sarmad, Abbasand Khan (2011) seejob performanceastheresult of employees
determination in carrying out an activity in order to accomplish goasset by organisations
over aspecified period. Hence, it is of paramount importance for Human Resources
managersto be ableto observethe performances of employeesin order to meet up with
the challengesof ataining targets set by organisations. For instance, to guaranteevigorous
performance management in Higher Education Ingtitutions, South African Higher Education
Institutions,overhauled itsHR strategies and practices deliberately, focussing on the
development and maintenance of competent, motivated and expert lecturers (McCloy,
Campel and Cudeck, 1994; Molefe, 2010) and thus, exposed lecturersto performance
management and quality assessment (M apesalaand Strydom, 2004). Conseguenceof the
peculiarity connected withthelecturers' jobs, isbest interpreted intermsof professional
competencies thus, researchersrecognize having universally acknowledged benchmarks
for attainment (Arreola, 2000; Spitzer, 2007; White, 2008). Consequently, this study
relies on the universal measurements (dimensions) of professional competencies as
acknowledged by Molefe (2010) and Robbins, Odendaal and; Roodt (2007) and thus,
thevital lecturer competencieswhich constitute; subject mastery, testing (assessment
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procedures), student-lecturer relations, organisationa skills, communication skills, subject
relevance and utility of assignmentsare of relevancein thisstudy. Molefe (2010) sees
competencies asthe open, perceptible and observed behaviour exhibited which thus,
dlowsanindividua to executeany givenresponshbility assertively with dight or nohindrance.
From Molefe’'s (2010) understanding, dimensions can bein thisframework linked to
behaviourscollections, though precise; which areobviousand verifidble. Inaddition, Williams
(2002) held that competencies are connected with performance measurements stressing
that * the behavioural interpretation of theterm competency issmply areplacement for
performancedimensons .

METHOD

For thisstudy, qualitative research techniqueswere engaged and seen to be appropriate.
Theworth can be apprai sed duetoitsreliability and validity (Gubaand Lincoln, 1994).
Making referencetoitsreliability, the conditionsfor evaluating qualitativeresearch are;
confirmability, credibility, dependability and transferability. However, itissaid tobe so
because such matterslikefairness, ontological authenticity and educating authenticity are
involved in establishing theworth of thetechnique. Thus, Mason (2002a) maintainsthat
qualitative research techniques areflexible, which affords the researcher the benefits of
exploring unforeseen issues asthey emergein the course of theresearch which Lewis
(2003) dsoaffirms.

Theinstrument used to gather datawas qualitativeinterviewsbecauseit hasthe
ability to meet up with thecriteriaof reliability and vaidity (Bryman and Bell, 2007). In
addition, to be ableto generate enough information to meet the objective of thisstudy,
semi structured, open-ended interviewswere engaged and seento be appropriatefor its
capacity to offer in-depth account (Seale, Gobo, Gubrium and Siverman, 2004) covering
all aspectsthat may beof interest for the study (Mason, 2002a). Notwithstanding thefact
that they take timeto accomplish and the information gathered may belarge (Bryman,
1989), cons stent and better organised interviewsoffer the advantage of the processbeing
led by theinterviewer (Corbetta, 2003) and hence, allowing the objectsto respond freely
discussing their views and opinionswithout any interference. It isthereforethemain
motivator for engaging thistechniqueto beableto addresstheresearch questionsfor this
study and thus, in tandemwith constructivist-interpretivist paradigm.

Prior to the interview, the schedule and questions were organised in advance of the
scheduled time for the engagement. Therefore, all responses were consequent upon the
administered questions that were followed up, while the interviews were being conducted
and devoid of any impediment or inducement (Biggam, 2008). Thematic andys swasengaged
by grouping into main themestherequired information that were gathered (Coffey, 1999)
and for ease of anaysi's; notable quotes, sentences, expressions, and whereessential, the
whole piecewere coded (Milesand Huberman, 1994). Referencewas madeto literature
reviewed and the study’ s objectivesin analysing datagenerated while connecting and
matching themto the main themesidentified in the process (Coffey, 1999). Consequently,
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asposited by Mason (2002a) literal, interpretive and reflexive position wasengaged in
analysing data. Thiswasdone so asto beableto reflect ontheinterview processto ensure
all vital factswere absorbed to form part of theanaysis. Conclusionswere drawn from
findings made as aresult of the data that were grouped with similar themes and then
analysed. In order to realize the objectivethis study seeksto achieve, interviewswere
conducted with ten staff in theingtitution under study that aredeemedto beintheposition
togiveessentia information for theresearch. Thoseinterviewed were purposively selected.
They werethe Polytechnic Registrar, Deputy Registrar (Establishment Matters) that are
responsiblefor HR functionsof theingtitution, two Deansof Academic Schoolswith each
school having aminimum of four Academic Departmentsunder its purview whom are
lecturersthemselves, two lecturersfrom theranks of Senior Lecturer to Chief Lecturer,
andfinally, four lecturersfrom theranksof Assistant L ecturer to Lecturer |.

RESULTSAND DISCUSSION

Themotivation behind training isto afford employeeswith therequired information, skills
and expertiserelated to their jobs so asto derive improved performances (Mondy, Noe
and Premeauix, 2002). Hence, it isimportant that organisations schedule and conduct
training periodicdly for their employeesin order tomeet up with thedynamicsand chdlenges
associated with accomplishing the objectives set for themsel ves and thus, guaranteeing
availability of taentsthat may berequired for their smooth operations(Boxall, Purcell and
Wright, 2007). Consdering thefact that theingtitution engaged for thisstudy isan academic
ingtitution and the parti cipantsbe ng academics, therelevance of training and devel opment
isvitd for the attainment of organizational objectives. Hence, Schon (1987) contendsthat
even though embarking on training and devel opment programmesisaherculeantask, yet,
if backed up with theoretical modelsof professiona progression, it wasobserved to have
apogtiveeffect onlecturers performances, especialy making referenceto how students
aretaught and thelearning outcomes achieved (Gibbsand Coffey, 2004).

It was gathered from the responses of the participantsthat, apart from training
enhancing their skillsand knowledge, itisan element that isaprerequisitefor career
progression astraining recelved or undergoneisat acertain point tiedtolecturers promotion
and thus, lecturersendeavour to pursueit at any given opportunity. It was evident that
thereisin placeasound Human Resources (HR) practice of training and devel opment that
givesevery lecturer the opportunity to get devel oped as submitted by theinstitution’s
registry and further confirmed by thelecturers, it was al so observed that from the year
2011, there had been adeliberate determination by theinstitution to apart from theon the
jobtraining that is periodically observed, lecturersare encouraged to improve on their
knowledge and skillsastheinstitution sponsorsthem for short, medium and long term
training withinand outside Nigeriawith al expensespaid and thishasbeen acknowledged
by thelecturers. Making referenceto onthejob training; thisis observedin theform of
mentoring and coaching whereindividua srecruited aslecturersirrespectiveof their positions
are attached to amore senior and experienced lecturer to get them acquainted with the
demands of thejob and the environment. Thus, making integration into the environment
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and system easy. It wasa so found out that theingtitution sponsor lecturersfor conferences,
seminarsand workshopslocaly andinternationaly [Fieldwork interview, Lecturer |, 2012].
Gibbsand Coffey (2004) submit that, though it iseasy torediseand recognisethe positive
effect of training and devel opment, however, theimplications of not observing it are not
comprehended by individua employeesand organisations. Notwithstanding thefact that
most respondents opinethat there exists asound training and devel opment policy being
observedintheingtitution, few werecritical asthey submit that whilesometraining are
availablein Nigeriaat lesscost, someindividuals prefer going abroad to the detriment of
othersthat their needs can be met in the country. Nonethel ess, it isapparent that training
and devel opment isembraced and any other shortcoming about itsimplementation can be
addressed by the management.

Boselie, Dietz and Boon (2005) causal model established on thelink between
Human Resource Management (HRM) and performance submitsthat Human Resources
(HR) practicesare anticipated to generate outcomesthat will lead to enhanced in-house
performance, thus advocating that the HR practice of training and development haveto
endeavour to pursuetherealization of the set objectivesby theinstitution. Theanalysis,
notwithstanding some shortcomingsreported by some of theinterviewees, indicated the
exigence, practiceand implementation of training and development policy intheingtitution
thus, enhancing lecturers skillsand knowledgerdated totheir proficiency yieldingimproved
performance. Consequently, it is established, making reference to responses of the
participantsfor thisstudy and previousliterature reported, training isimportant for the
realization of organisational objectives(Koonce, 1997; Russell, Terborg and Powers,
1985; Bartdl, 1995; | ddekinge, 2009) thus, Higher Educetion Ingtitutionsin Nigeriashould
embracewhol eheartedly, Human Resources Practicesfor improved performance.

CONCLUDING REMARKS

Anoverview of the Human Resource Management areg, pinning down to Human Resources
practice of training and devel opment asrecognized by Boselie, Dietz and Boon (2005)
was eva uated. Contributions of researchersinthisfield wereengagedintheliterature
review. Previous studies have found training and devel opment to have positioned and
impacted the required knowledge and skillsto employeesto be ableto carry out tasks
assigned to them (M ondy, Noe and Premeaux, 2002; Bartel, 1995; 1ddekinge, 2009),
even though decisionson who benefitsfrom training, type and mode of how thetraining
should be conducted for employeesisreliant on thetraining objectives and results of
previoustraining to them (Binstead, 1978). It isclear based on thefindings of thisstudy
that theHR practiceof training and deve opment hassignificant influenceonthe performances
of lecturers. Nonethel ess, management of theinstitution and the Federal Government of
Nigeriashould further review thetraining and devel opment policy of theingtitutionwitha
view torealigning it to meet the yearnings and aspirations of the employees so that the
objectives set can berealized by theinstitution. It isfurther evident that thereisagood
working rel ationship between themanagement and lecturersintheingtitutionwhich sgnifies
effectiverelationship management whichisevident fromtheinstitution’sdrivetowards
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continuoudly training thelecturersat whatever expense and this should be sustained for
better lecturers performance. Thiscordial relation observed and reported will further
boost thelecturers competencieswhich will ultimately haveimpact ontheingtitutionin
redlizing theobjectivefor whichit wasestablished. Lagly, it issuggested that acomparative
study onthistopic should becarried out, using public and private polytechnics. Thefindings
that could be made may beinteresting and will add to the body of knowledge.
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