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Introduction

Development generally is the continuous upgrading of knowledge in
accordance with the challenges confronting an individual, community or
a country. However, it involves both physical and mental abilities, although
itis not peculiar to human being alone but also the structural improvement
of an organisation or community. It is pertinent to note that human being
at every stage of life needs to seek and acquire additional knowledge that
can make such person relevant not only at his workplace but also within
the society. In view of this, Pearson (1992) said that development involves
an improvement qualitative, quantitative or both in the use of available
resources moreover, it does not refer to one particular perspective on social,
political and economic betterment rather, it is a hybrid term fora myriad
strategies adopted foradvancement. Moreover, the community or nation
at all times also deserve some kind of upgrading that could also make it
worth living, although this can occur in diverse dimensions; socially,
politically, educationally, economically and so on. Some scholars see
development as synonymous to training and education to the extent that
many scholars use them interchangeably. It is important to specify that
where there is stagnancy that is, there is little or no effort to upgrade and
acquire new ideas, skills, experience, and even attitude, little can there be
achievement of purposes to such an individual, organisation and the
community at large. Development does not occur freely or accidentally,
but rather people must devote more time and pursue it vigorously with all
sincerity.

It is a must take step in the life of every individual, organisation,
community and the whole nation where there are intentions toward
gaining or accomplishing the competitive advantage and realise the
importance of development in the context of effectiveness and efficiency
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in performance of people. According to Amir and Amen (2013), managers
are trying their best to develop employee’s capabilities, ultimately creating
good working environment within the organisation. For the sake of capacity
building, managers/leaders are involved in providing effective, and
adequate training programmes for their employees to build and equip them
with the desired knowledge, skills and abilities to achieve organisational
goals.

Complexity has dominated industrial and business organisations
nowadays with no exception of any nation, and has been occupied by
changes arising from so many factors. Some of these changes have posed
new learning tasks for industrial organisations. To survive, special
preparations have to be made for workers to meet the complexity (Omole,
1999). In addition, change in the management techniques is not excluded
because a technique which was able to satisfy certain organisational
structure sometimes ago may not be adequate to meet the taste of time.
One can deduce from the above that training and development are
somehow interwoven but succinctly, development is a product of training.

The rapid development of the human capital development (HCD), has
led to greater attention being paid to training. HCD is any activities which
can lead to improvement in the quality of productivity of the workers thus,
training is a key component of HCD. Therefore, this chapter is set to
expantiate the importance of developing human being by inculcating
appropriate skills, knowledge, idea, attitude and innovations through
training programmes.

Concept of Development

Development is a universal language that aims to make conditions that
lead to realisation of the potentials of human personality. It is the
improvement that occurs to an individual, organisation or community as
a result of providing adequate and effective intervention to the people
concerned in order to enhance wealth and improve people’s lives. Jairand
Rogerio (2008) explained development as a process of evolutional
succession in stages, where human societies leave a rudimentary model
until they arrive at a western industrialised civilisation consumption
model, which is considered unique and universal. It is the process of
migrating from the old ways of doing things to a current fashion.

A consistent and steady progress of every individual, group of persons,
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organisation and community depend largely on the ability to identify the
need gap and fill it by investing reasonably on the relevant developmental
programmes. According to Ribeiro (2005: 11), development has multi-
faceted approach and covered several areas like knowledge, process, well-
being, progress, economic and human growth or ecological balance,
however, it is only developed minds that is capable of setting the population
free from exploitations. United Nations Development Programme (UNDP)
(1991: 77) viewed development to be expansion of range of choices for the
population that allows it to become more democratic and participatory in
decision, and enjoyment of human, economic and political liberties. It
could be regarded as the application of new ideas, innovations, techniques
and so on, to practical problems, the process of transforming from previous
statue to a better and advance stage.

Development is a systematic process of training and growth in which
an individual gain and apply knowledge, skill and attitude to manage work
organisation effectively (Krietner, 1995). However, development is not
something that one can be waiting for, but rather, it is something that
people must seek for at all times. Julius Nyerere (1969) said that “we cannot
continue to wait for our children for development, if we do, development
shall elude us for a long time”. This statement clarified the fact that
development is not something that an individual, organisation, community
or nation can be expecting to occur surprisingly but rather, should begin
the process of achieving it immediately. Olaniyan and Ojo (2008)
confirmed that the need for improved productivity has become universally
accepted and that it depends on efficient and effective training.

Since training is a systematic development, knowledge, skills, attitudes,
it therefore inevitable the moment an organisation realises the need for
improvement and expansion in the job, most especially when organisations
embark on job enlargement and enrichment, there must be room to
promote employees’ morale, motivation and satisfaction when the real
problem with work performance lies in capacity development. Nadler
(1984:1-16) maintained the view that all the human resource development
activities are meant to either improve performance in the future or on the
present job of the individuals and organisation so as to be able to enhance
organisations’ current and future objectives.

Human Capital Development in Nigeria

Many nations are making efforts to address human resource development
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challenges and any existing mismatch between the skills and technical
knowledge of their secondary and post-secondary education graduates and
the needs of the labour market. For development to take place, it is necessary
that economic growth is thought of in the scope of a social project
connected to society’s well-being. Development can be commonly
attributed to the concept: efficiency, equity and liberty. Each one of these
qualities, even if they are conceptually separate, is still associated to three
distinct planes: efficiency has an economic dimension in view, equity a
social purview, and liberty which is for political purpose (UNICAMP, 2005).

Human capital development (HCD) has been described as an end to
development. It isa means of fulfilling the potentials of people by enlarging
their capabilities and this necessarily implies empowerment of people,
enabling them to participate actively in their own development (Sankay,
Ismail and Shaari, 2010). The concept of human capital refers to the abilities
and skills of human resources of a country, while human capital formation
refers to the process of acquiring and increasing the number of persons
who have the skills, education and experience that are critical for economic
growth and development of a country. Glyfason (2001) averred that
education and health are essential in human capital development.
Education enhances economic development and improves people’s lives
in many ways: increase efficiency, foster democracy, and therefore create
good conditions for quality governance, enhance quality of services
provided and improve the health care system. There is a strong link
between educational levels and individual earnings, output levels and
productivity (Ramey and Ramey, 2004). Effective investment in human
capital is a key component of long run economic growth and improved
productivity. In support of this fact the United Nations Development
Programme (UNDP) argued that development should focus on investment
in human capital which should be seen in the light of how the economy is
managed and wealth is distributed for the benefit of people.

There is empirical evidence that human capital development always
lead to desire growth and development of not only the trained but also the
organisations, communities and countries that give priority, prompt
attention and adequate training to its people. Ding and Field (2005)
affirmed that low growth in the economy may be due to a high level of
resource dependence that is due to poor development of human capital.
Behbudi, Mamipour and Karami (2010) posited that natural resources are
damaging for economic growth in organisations, communities and
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countries with low levels of human capital, while organisations,
communities and countries with poor natural resources but does not
neglect the fact that high level of education and training can offset the
negative effect of natural resources on economic growth and development.

The Human Capital Theory

The human capital theory was propounded by Adam Smith (1976). It is an
investment in human beings within an organisation. Human capital theory
is the most influential economic theory of western education, setting the
framework of government policies since the early 1960s. It is a key
determinant of economic performance. Recent challenges such as
globalization, technological evolution and several others have made
organisations and even countries to look for new ways to maintain
competitive advantage. And with this, people are becoming valuable assets
and have made them to be recognised within the frame work of human
capital ( Kwon 2009). Human capital deals with the developing employees’
skills and knowledge, that is, skills acquisition, education and training.
According to Babalola (2003) the rationale behind investing in human
capital is based on three arguments:
@) That the new generation must be given the appropriate
knowledge that has been acquired by the previous generations
(2)  The new generation should be taught the new knowledge and
how to use it
(3)  People should be encouraged to earn some new ideas, products
methods to mention just few.

This theory emphasises how training increases the productivity and
efficiency of workers in organisations that cares by increasing the level of
cognitive stock of economically productive human capability and this is a
product of innate abilities and investment in human beings. Almendarez
(2011) argued that human development is the enlargement of human
capabilities, where the strategy is to promote investment in the
development of people through education, skills, work productivity and
creativity for any organisation. For investment to grow, human capital must
be trained, educated and developed within the system of the society.

Human Capital Development and the Promotion of Training

It is evident that the most needed mechanism to accomplish efficient
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performance and productivity in organisation is training. It has the
capability to help modify employees’ attitude and behaviour, make them
adaptive and responsive to changes within and outside their working
organisation so that effective and efficient performance standard can be
realised (Kester, Adigun and Boyede, 2009). Every organisation needs
adequate and relevant training in order to attain optimum level of
organisational goal achievement. Obviously, training is essentially vital
and unavoidably necessary organisational activity that is required to move
organisation forward.

However, investing in training is definitely a sure way of ensuring that
the employees understand, support and use whatever new technology or
changes the management is introducing. It helps the employees to apply
their newly acquired skills and knowledge to the job situation in such a
way to aid in the attainment of desired organisational goals. There are
several potential individuals and organisational benefits derivable from
training programmes.

Kester, Olajide and Ogidan (2010) affirmed that though training is
expensive, it has a considerable influence on organisational cost however,
the moment an organisation painstakingly does it appropriately and
complete the training programme, the performance and productivity of
the employee undergoing the training programme is expected to increase.
And if this occurs, the benefits of training will begin to accrue to the
organisation due to an increase in employee’s output and productivity.

Training is a planned and systematic effort that aimed at altering
behaviour of people in a direction that will achieve organisational goals. It
is a deliberate action by oneself or organisation to provide opportunities
for the trainee to acquire job-related skills, attitudes and knowledge. Itisa
systematic modification of behaviour through learning events, activities
and programmes which result in the participants achieving the levels of
knowledge, skills, competencies and abilities to carry out their work
effectively (Gordon 1992: 235)

Training is mainly concerned with the acquisition and development
of those knowledge, skills, ideas, attitudes, techniques and experiences
which enable an individual to contribute most effectively to the group or
team effort. It is the process of improving the present or future competence
of an individual with a view to improving the competence of the team,
group or organisation, thereby serving a dual purpose. It is quite obvious
that the consequence of training on both the trained and the organisation
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need not to be over-emphasised.

The trained employees’ earning power can further be enhanced as a
result of the training received, moreover, he/she becomes knowledgeable
in the specific area they trained on. This is so because better educated and
highly skilled employees stand a better chance of being well remunerated,
in addition to this, they have better career prospects when compared with
ill-educated and semi-skilled workers, while the organisation stand a better
chance of more devotion and improved productivity (Omole, 1999).

It is pertinent to note that any organisation that invests in training, its
employees are rest assured that there must be something in return, it is
expected to get some tangible benefits from it particularly in skill
acquisition and behaviour modification that will lead to improve
performance. Suffice it to say that the fundamental objective of any training
programme is to yield positive result in terms of bringing about desired
change in employees’ attitude and behaviour with improved performance
on the job and ultimately to improve the overall effectiveness of the
organisation (Beach, 1980; Cascio, 2003; Kester, Adigun and Boyede, 2009).

According to McNamara (2011) training of personnel should be
initiated for a variety of reasons, which include an indication that
performance improvement is needed, as part of an overall professional
and human resources development programme in an organisation. It could
also be initiated to ensure effective succession planning, pilot testing of
new performance management system and for ‘benchmarking’ the status
of improvement during a performance improvement effort in
organisations. It is therefore a good policy for organisations and agencies
to invest in the development of not only new employees’ skills but also of
old workers as well, to help them adjust rapidly to changing job
requirements.

Based on the above, it has been widely recognised that training should
be a core corporate function to contribute proactively towards the
attainment of organisational objectives (Lather and Sharma, 2009).
Regardless of the type of training an employee acquired, it is general
consensus that training obviously impact on an individual as well as
organisational success. It is therefore imperative for organisations to
understand the impact of training on the overall development and growth
of the organisations. The more organisations begin to realise the
importance of training, the more the investment in training will continue
to grow (Frazis, Gittleman, Horrigan and Joyce, 1998; Brum, 2007).
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Whichever training programme an employee received, be it general
or specific, such effort should have wide-reaching impacts on both the
employees and the organisation. In the view of Kester, Olajideand Ogidan
(2010) training should be used as a socialisation process that encourages
the organisation and employees in building and developing culture of
identification with the organisation. Mayhew and Pack (2000) therefore
posited that training and development is an important avenue for
determining how employees feel about their jobs and organisations. This
was corroborated by Brum (2007) who asserted that training that attempts
toincrease employee’s satisfaction and commitment may serve to counter
the numerous direct and indirect costs associated with turnover.

It is therefore not an exaggeration to assert that the entire definitions
of training given in this paper indicated the main purpose of training which
the intention is to increase competence and negotiate transitions in the
social, political and economic roles and to help them achieve greater
fulfilment in their personal and organisational endeavours.

There are several types of training programmes that can be given to
employees and even the manager of an organisation amongst these are:

Instructor-led training, e-Learning, simulation employee, hands-on,
coaching or mentoring, lectures, group discussion and activities, role
playing, management specific activities, case studies and so on. However,
it is mandatory to diagnose exact area of training need before eventually
engaging in it, otherwise, it may not solve the organisational need at that
particular point in time, although no knowledge is wasted, it could be
useful in some other areas.

Many scholars have unveiled that training is no doubt the best antidote
for any organisations’ development.

In the view of Cole (2001), the main purpose of training is to acquire
and improve knowledge, skills and attitudes towards work related tasks.
It is one of the most important potential motivators which can lead to
both short and long term benefits for individuals and organisations. There
are so many benefits associated with training and some of them are:

(1) Lower cost of production - training eliminates risks because
trained personnel are able to make better and economic use of
material and equipment thereby reducing and avoiding waste;

(2)  Lower turnover - training brings a sense of security at the
workplace which in turn reduces labour turnover and
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absenteeism is avoided;

(3)  Change management - training helps to manage change by
increasing the understanding and involvement of employees
in the change process and also provide the skills and abilities
needed to adjust to new situations;

(4)  Provide recognition, enhance responsibility and the possibility
of increment in payment and promotion, help to improve the
availability and quality of staff in the workplace.

Conclusion

It should be emphasise and made clear that there is no alternative means
toachieve organisational development aside from effective training of the
human resource in the system. The need for training and upgrading
knowledge of personnel in an organisation is an undisputable reality. Both
the leaders/managersas well as the employees are facing serious challenges
particularly in the present organisational dynamism which is seriously
demanding for new knowledge, ideas, innovations that make an
organisation fit to compete in the global realm. Ensuring and prioritising
training will help to produce competent personnel who can fulfil the
organisational and societal goals, so also enhance performance capability
among subsequent generations. For literature has authenticated that
training is an instrument capable of achieving organisational effectiveness,
liberation, performance and efficiency. Organisations should, therefore,
endeavour not to look at the cost implication of training their employees
appropriately but also pay more attention to the values benefits and
contributions of training to the progress and development of their
investments, the management and also the trained staff as well as the entire
work organisation generally.
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