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ABSTRACT: This study aimed to assess how in-

service training influences the performance of Bank 

staff in Imo State. However, the prerogative to 

determine the beneficiaries of in-service training rest 

on unit Heads who often recommend their colleagues 

at the senior staff cadre. The human capital theory 

and system theory were used to uncover the 

importance of employee training on job performance 

A sample size of 577 respondents was selected using 

cluster sampling and simple random sampling 

technique from a study population of 1202 persons. 

Responses were gathered with the use of 

questionnaires. Data collected was analyzed and 

presented in frequency distribution tables, while the 

hypothesis was tested using chi-square (χ2). The study 

revealed that employees at the senior staff level 

benefit more from training opportunities in 

comparison to other categories of bank employees. 

This lopsided training practice negates effective 

performance and job commitment to middle level and 

low-level employees. The researcher recommends 

that performance appraisal methods should replace 

the prerogatives exercised by Heads of banking units. 

The training needs of middle level and low-level staff 

should be prioritized because these employees are the 

drivers of banks’ objectives.  
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INTRODUCTION 
 
Every organization requires human resources to drive its 
objectives. Without human, other resources will be 
underutilized. This is why organizations invest in updating 
their employees’ knowledge through in-service training 
(Oladimeji and Olanrewaju, 2016; Udeh and Nnonyelu, 
2019). In-service training is a form of on-the-job training 
which employees undertake while they are still in the 
service of an organization (Ofobruku and Nwakoby, 
2015). The aim of in-service training is to update 
employees’ knowledge and skills needed to improve their 
performance.   Knowledge   may  go  obsolete  if  it is  not  

 
 
 
updated. Therefore, in-service training seeks to update 
employees’ prior knowledge and competence needed to 
carry out their duties in order to meet organizational 
objectives (Ofobruku and Nwakoby, 2015). To meet its 
objectives, organizations including banks, are required to 
give equal training opportunities to all categories of staff 
in order to enhance knowledge and competence required 
for improvement in employees’ performance (Udeh and 
Nnonyelu, 2019). 

Performance is therefore the measurable gain derived 
from training. It is the completion  of   tasks   set   out   by  
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management as a result of prior knowledge given to 
employees (Afshan et al., 2012). Bullock (2013) explains 
that, job performance is an employee’s expected value to 
an organization; it may be distinguished in the extent to 
which they help or hinder the organization’s development. 
This shows that there is a correlation between training 
and employee performance, because necessary training 
increases employee knowledge which in turn improves 
performance indices.  

The importance of a training programme which cuts 
across every cadre of the banking sector cannot be 
overemphasized. Olalere and Adenugba (2013) opined 
that the banking sector is the heartbeat of the financial 
industry. Their performance goes a long way in 
determining the performance of the economy. 
Unfortunately, Nigerian banks face a lot of challenges 
which include poor performance and inability to meet 
deposit base. These concerns are linked to 
managements’ neglect of training needs of employees, 
especially the middle and low cadre staff (Udeh and 
Nnonyelu, 2019). Many banks recruit casual labour as a 
cost-saving measure (Anumba-Khaleel, 2019). These 
categories are often found in the middle and low cadre. 
Organizations fail to realize that low and middle level 
employees form the heartbeat of their success and 
survival (Dorn and Autor, 2009; Udeh and Nnonyelu, 
2019). As first line operatives, their job competence 
determines the success of banks. Imran and Tanveer 
(2015) agreed that in-service training increases the 
loyalty of bank employees, and it is a prerequisite for 
increased performance (2015). Unfortunately, there are 
arguments that Nigerian banks do not prioritize their 
training needs (Udeh and Nnonyelu, 2019). Management 
regard middle and low level employees as people who 
can be retrenched at will. Hence, their training needs are 
not prioritized but seen as a waste rather than an 
investment. It is therefore imperative to examine the 
impact of this lop-sided training practice on categories of 
selected bank employees in Nigeria. 
 
 
Objectives of the study 
 
The objectives of the study are to: 
 
(a) Find out the method of selecting employees for 
training in selected banks.   
(b) Uncover the staff cadre that benefit more from training 
policies in selected banks. 
(c) Know the type of impact received from training among 
selected bank workers. 
 
Hypothesis 
 
The category of staff who received training has no 
significant effect on the performance of banks in Imo 
State. 
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Theoretical framework 
 
The Human Capital Theory (HCT) proposed by Schultz 
(1961) and the System Theory rooted in the works of 
Herbert Spencer and Emile Durkheim are adopted for this 
study. HCT describes the cost benefits relationships 
between investment in workers and performance. The 
theory defines human capital as the stock of knowledge, 
skills, habits, social and personality attributes, including 
expertise and creativity, embodied in the ability of an 
employee to produce economic value (Acemoglu and 
Autor, 2013). An organization’s decision to invest in 
training is based upon the calculated benefits derived 
from investing in human knowledge. In Becker (1994) 
view, an organization can invest in human capital through 
training. Training should cut across every staff cadre, 
because it is the key to improve employee knowledge. 
Unfortunately, the theory fails does not consider the role 
of other workplace motivators as a means of improving 
employee performance. Again, it appears too simplistic 
because the assumption that an investment in training 
will correlate to an increase in labour knowledge does not 
consider employees ability to learn in their own pace. 
Organizations (including banks) are systems. Systems 
have interconnected parts, elements and needs which 
must be provided to ensure efficiency and improve 
performance and employees’ development is one of such 
(Jacobs, 2014). To promote overall efficiency of the 
system, every need, including staff training, must be 
conducted across board. It follows that investing in one 
cadre cannot guarantee holistic improvement in an 
organization, after all, middle level and low cadre 
operatives constitute the operating strength of every 
organization (Dorn and Autor, 2009; Udeh and Nnonyelu, 
2019). It follows that training must cut across staff cadres 
to raise the performance of employees.   
 
 
 
METHODOLOGY 
 
The study population is 1202 staff which cuts across all 
the departments of the banks, while the sample size of 
577 respondents was drawn using Taro Yamani formula 
(1967). Survey as technique of data collection was used 
while self-administered questionnaire was used as data 
collection instruments. Cluster sampling and simple 
random sampling technique were used to select 
respondents and 564 questionnaires were returned. This 
implies that the response rate was 97.7%. The 
quantitative data was processed with the Statistical 
Package for Social Sciences (SPSS) Version 20.0. 
Substantive issues were analyzed using simple 
frequency distribution tables, while chi-square (χ

2
) was 

used to test hypothesis in order to predict the relationship 
between the in-service training and performance and 
results are presented. 
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Table 1: Method of selecting employees for training in 
selected banks. 
  

 
 
 
 
 
 

 
Field Survey, 2019. 

 
 

Table 2: Staff cadre that benefit more from 
training policies in selected banks. 
 
Variables Frequency      Percent 
Senior Level 318 56.4 
Middle Level 217 38.5 
Low Level 29 5.1 
Total 564 100 

Field Survey, 2019. 
 
 

Table 3: Type of Impact Received 
from Training among Selected Bank 
Workers. 
  
Variables Frequency Percent 
Positive 124 22.0 
Negative 260 46.1 
No Idea 180 31.9 
Total 564 100.0 

Field Survey, 2019. 

 
 
 
RESULTS 
 
Analysis of objectives 1, 2 and 3 are presented tables. 
Table 1 shown that majority of the respondents, 82.7% 
participated in training programmes based on the 
recommendations of their units’ supervisors, 2.8% said 
they were selected for training based on their request, 
13.8% said they received training based on performance 
appraisal, while 0.7% of the respondents had no idea on 
the method of training in their banks. This indicates that 
banks train employees through the recommendations of 
unit supervisors. Table 2 shows that majority of senior 
cadre staff, representing 56.4% benefited from training 
opportunities, 38.5% middle level staff benefited from 
training, while only 5.1% of the low level staff benefited 
from training programmes. Table 3 shows that majority of 
the respondents; constituting 46.1% were of the opinion 
that training policies had a negative effect, while 22.0% 
said training had positive impact on them. This finding 
revealed that most trainees did not find training programs 
to be of positive impact. This could be because, majority 
of the middle and junior staff cadre do not benefit from 
regular training programmes compared to their senior 
colleagues.  

 
 
Test of research hypothesis  
 
The category of staff that received training was found to 
be statistically significant with respondents’ view on 
impact of job performance at p<.000 level of significance. 
Therefore, the null hypothesis which states that the 
category of staff who received training has no significant 
effect on the performance of banks in Imo State is 
rejected and the substantive hypothesis is accepted 
(Table 4). The conclusion is that senior bank staff benefit 
from regular trainings than other categories. 
 
 
DISCUSSION 
 
Selection of training participants is usually through the 
recommendations of units’ supervisors. This method 
creates room for favoritism as unit heads recommend 
trainees based on personal considerations rather than 
the use of performance appraisal. Due to the above 
mentioned lopsided training practice which solely favors 
senior level   staff,   the   middle   level   and   junior   staff  

Variables Frequency Percent 
Supervisors’ recommendation   466 82.7 
Upon employee request 16 2.8 
Performance appraisal 78 13.8 
No idea 4 0.7 
Total 564 100 
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Table 4: Cross tabulation between staff categories that received training and performance effects. 
 

Category of Staff Responses on  the impact of performance received  by category of staff  
 Positive Negative No Idea Total 

Senior 112(35.2%) 185 (58.2%) 21 (6.6%) 318 
     
Middle Level 12 (5.5%) 49 (22.6%) 156 (71.9%) 217 
     
Low Level    0(0.0%) 26(89.7%) 3 (10.3%) 29 
Total 124 (22.0%) 260 (46.1%) 180 (31.9%) 564 

X
2
 =6.383, df=4, N=564, P =<.000; Source: Field Survey, 2019. 

 
 
categories feel alienated from the objectives of banks. 
Job alienation reduces their commitment level and 
performance.  The implication is that, 90% of casual staff 
who makes up the labour force in Nigeria banking sector 
(Anumba-Khaleel, 2019), and which falls within the 
middle and low cadre level cannot be abreast of trends in 
global banking practices unlike their senior colleagues 
who receive in-service training.  

Predictably, the middle and low cadre staff who feel 
disenchanted about lopsided the prevalent training 
practices in the affirmed that training programmes have 
negative effect on their performance level. Workplace 
disenchantment reduces employees’ confidence level 
and output. The reduction in employees output has 
negative effect on the general performance of banks, as 
their workers who do not possess the requisite skills to 
attract and retain customers struggle on the job. Udeh 
and Nnonyelu (2019) predicted that customers will 
choose competitor banks if their workers do not possess 
the skills to meet customers’ needs.  
 
 
Conclusion  
 
Banks are service industries which require financial 
stability to remain in business and meet customers’ need. 
It is therefore important to equip all categories of their 
workforce with requisite training needed to perform at an 
optimal level.  Unfortunately, the prerogatives exercised 
by unit supervisors to recommend staff for training have 
impinged the training needs of middle and lower staff 
cadre. This is because, supervisors often recommend 
themselves and colleagues in the same cadre for training 
courses while disregarding the developmental needs of 
their junior staff. It is therefore concluded that, if this 
practice endures, there will be knowledge deficit among 
middle and lower level operatives in the Nigerian banking 
industry.  
 
 
Recommendations 
 
Based on the findings of this study, the paper 
recommends that: 
(i) Training in the Nigerian banking sector should cut 

across all categories of bank staff.  
(ii) Banks should adopt the use of training needs 
assessment and performance appraisal of operatives 
from every department and cadres. 
(iii) Management should also prioritize the training needs 
of middle level and low level staff.  
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