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Abstract: The research investigated the relationship between training needs analysis and employees performance with 
President Paint Nigeria Limited in Ojokoro as study. The objectives of the study were to test the relationship between 
training programs, timing of training programme, training design and employee’s performance. The population of the 
study was 98 employees which are made up of production and administrative staff of the factory. However census 
sampling method was adopted and the total population were used as the study sample due to its size.  The study had 
three research hypotheses that were stated in line with the study objectives. The study adopted the primary source for 
data collection in which questionnaire was used to collect data and the Pearson Product Moment Correlation was 
adopted to test stated hypotheses.  Research results indicated that training program is positively associated with 
employees performance with correlation coefficient of r =0.76. Also, there is a significant relationship between timing 
of training programme with employees performance correlation coefficient of r = 0.75. Further, there is a strong 
positive relationship between training design and employees performance with coefficient of r =0.86. It was 
recommended that in order for organizations to be efficient in identifying training needs, formulation of appropriate 
training policies should be made by company management in order to adequately address the timing of training, types 
of training programmes and evaluation of training programmes.  
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1.0                                                           INTRODUCTION 

1.1 Background of the Study 

Employee’s performance is influenced by many factors like company’s overall policies, working 
conditions, training and development of employees, relations between employee and employer etc. 
(Brigid, 2013). Employee’s performance plays a crucial role for any organisation or company, its 
positivity leads to success while if there its negativity it may lead to performance failure. It is 
usually perceived that if employees are expected to be on top of their performance such employee 
should train and retrain to be up to current trends and performance demand in the work system 
(Shree, 2017). 

Training is very important in so many ways in helping organisation to achieve its competitive 
advantages (Richa, 2018).  Denby (2010), reported that though many organisations have huge 
budgets and time for training, expected results are sometimes not realised and it has been an issue 
for many HR practitioners. In the same vein, Fleck (2014), stated that in spite of the noble benefits 
that training brings into the organisation, there are some factors that human resource and training 
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practitioners must be careful of so as to achieve the purpose of the training programmes, one of 
such factors is the proper analysis of ‘why’, ‘how’ and ‘when’ should the training take place, this 
is known as tainting needs analysis (Fleck, 2014). Training Needs Analysis is considered to be the 
foundation of all training activities. In order to deliver appropriate, effective training which meets 
the needs of individuals and the organisation and represents value for money a training needs 
analysis is essential (Nazli, Sipon & Radzi, 2014). One of the conditions that would make training 
effective is how the training is approached at the beginning. This involves careful consideration 
regarding the accuracy of the identified "need" and the best way to fulfil those "needs”. It is only 
when the training needs are accurately identified using the right process, then the probability of 
the training success become very high (Ibrahim, Boerhannoeddin & Bakare, 2017).  

Training must be approached systematically in order to enjoy the benefits on training investment; 
systematic means that there are certain steps that organisation need to take in managing training 
process. These steps begin with an identification of training needs, designing and developing an 
appropriate training solution, implementing the training and evaluating the training programs 
effectiveness whether the original needs have been achieved. These steps are popularly known as 
the "training cycle" and many training researches agreed that these steps are necessary to ensure 
training effectiveness (Denby, 2010). Among the steps in the training cycle such as identification 
of training needs analysis, designing of training programme, financing of training programme, 
implementation, evaluation  and so on, training need analysis {TNA) is considered the most 
important steps in ensuring the effectiveness of the overall training process. This statement is made 
based on the emphasis placed by many training theorists on this step, who agreed that TNA must 
precede any type of training intervention (Wright, 2012).  This opinion also was share by Ibrahim 
et.al (2017) which stated that as the first stage in the training cycle, TNA minimizes error possibly 
made in the training programs.  

Appropriate use of TNA verifies whether the business needs can be obtained by the training 
programs and therefore prevents unnecessary waste of both financial and non-financial resources 
for new employee acclimatization. TNA maintains focus on programs that will move the company 
toward its objectives as well as impact on employee performance. According to Wright (2012) 
inadequate training needs assessment can result in inappropriate and inefficient interventions 
which could have a deleterious impact on the actual performance of employees. 

Training programme should be given much importance consideration because it provides the 
platform for organisation to fulfil its broad goals and performance objectives. However, it’s 
essential to use TNA best practices to spot performance gaps and whether the training material is 
on par. Overall, it is concluded that with a correct analysis and implementation, (which go together) 
it is made sure that each worker is happy and extremely productive. Training need analysis 
approach bridges the gap between expected or desired state of performances (Richa, 2018).  In 
doing a perfect training need analysis  Ibrahim, Boerhannoeddin and Bakare,(2017), posits that 
TNA comprised of identifying the right time for the training (timing of training programme) as 
well as what design should the training programme take (training programme design) and who 
should be covered in the training programme (training participant)   

Wright (2012), further argue that when performance gap is identified through adequate 
performance appraisal, the next step for management is to carry out robust training need analysis 
so as to improve workers performance.  Training programme analysis is identified to be major 



InternaƟonal Academic Journal of Business Systems and Economics 

Page | 123  
 

bedrock to determine how well workers performance can be control and manage, Wright (2012), 
further posits that a comprehensive training need analysis would range from training programme 
needed, timing of the training programme, training  programme design, implementation of the 
training programme and evaluation of training outcome.   Hence training need analysis is directly 
linked with employee performance (Richa, 2018).   Although, each training phase is found to affect 
the positive results of the training programme among them is the improvement of employee’s 
performance. Based on the aforementioned, this study is designed to examine the relationship 
between training need analysis and employee performance in President Paints Nigeria Limited, 
Ojokoro-Lagos State.   

1.2 Statement of the Problem  

Organizations all over the world are facing serious challenge in getting better employees 
performance. However, scholars and practitioners have suggested training of employees as one of 
the measures for achieving organisation goals (Brigid 2013, Shree 2017 and Richa 2018). 
Ironically, it has been observed that most organization do not carried out training need analysis 
before placing their employees on training. Hence, despite huge investment in training and time 
used in training their employees, expected result are sometimes not realized and this has been 
major concerns for organisations (Denby, 2010).  

Literatures reviewed indicated that several Studies have been conducted on employees training but 
most of these studies were not carried out on training needs analysis (Ibrahim, et al. 2017, Mahfod, 
2014, and Kodwani. 2017). However, few available studies on training needs analysis are foreign 
based and did not examine individual dimensions of training needs, thereby creating a gap. (Nazil, 
Sipon & Radzi, 2014; Wright & Geroy, 2012). Therefore this study is considered necessary as it 
will fill the gaps identified. In view of this, this study was designed to examine the relationship 
between training needs analysis and employees performance in President Paint Nigeria Limited, 
Ojokoro-Lagos State.   

1.3 Objective of the Study 

The main objective of this study is to investigate relationships between training needs analysis and 
employee’s performance in President Paints Nigeria Limited, Ojokoro-Lagos State.  The specific 
objectives of this study are to; 

i. examine the relationship between training programme and employees performance in    
President Paints Nigeria Limited, Ojokoro-Lagos State.    

ii. investigate relationship between timing of training programme and employee’s 
performance in President Paints Nigeria Limited, Ojokoro-Lagos State.    

iii. assess relationship between training programme design and employee performance in 
President Paints Nigeria Limited, Ojokoro-Lagos State.    

1.4 Research Questions 

In order to achieve the objectives mentioned above, this study will try to answer the following 
research questions 
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1. What is the relationship between training programme and employees’ performance in 
President Paints Nigeria Limited, Ojokoro-Lagos State? 

2.  Is there any relationship between timing of training programme and employees’ 
performance in President Paints Nigeria Limited, Ojokoro-Lagos State? 

3. What is the relationship between training programme design and employees performance 
in president Paints Nigeria Limited, Ojokoro-Lagos State? 

1.5 Research Hypotheses 
The study shall be guided by the following hypothetical statement in order to arrive at a conclusion 
that can be recommended for better practices.  
Ho1: There is no significant relationship between training programme implementation and 

employees performance President Paints Nigeria Limited, Ojokoro-Lagos State.    
Ho2: There is no significant relationship between timing of training programme and employees’ 

performance in President Paints Nigeria Limited, Ojokoro-Lagos State.    
Ho3: There is no significant relationship between training programme design and employees 

performance in President Paints Nigeria Limited, Ojokoro-Lagos State.    
 

In pursuance of the stated objectives, the study is divided in to five major components. Having 
addressed the first part of the components, component two focuses on review of related literature 
covering the theoretical, concepts of training need analysis and employee performance President 
Paints Nigeria Limited, Ojokoro-Lagos State. The third component is on methodology employed 
in carrying out the study. Component four is on analysis of data collected and the component five 
provides the conclusion and recommendations accordingly. The results and recommendations of 
the study would contribute towards the unveiling of the contributions of training need analysis 
towards employees’ performance in President Paints Nigeria Limited, Ojokoro-Lagos State. 

 
2.0                                                  LITERATURE REVIEW 
2.1 Conceptual Review 
2.1.1 Concept of Training  
Training is a difficult term to define, the word being used in English in several senses, including: 
‘to draw along’, ‘to allure’, ‘to cause to grow in the desired manner’, to prepare for performance 
by instruction, practice, exercise, etc. (Shree, 2017). However, gradually the term has become 
much broader, such that it encompasses activities ranging from the learning of a simple motor skill 
up to the acquisition of complex technical knowledge, the learning of elaborate administrative 
skills, and even the development of attitudes toward intricate and controversial social issues. 
 
Applewhite, Kao and Pritzker (2017), stated that "Training is the systematic development of the 
attitude and skill behaviour pattern required by an individual in order to perform adequately a 
given task. Training is designed to change the behaviour of the employee in the work place in order 
to stimulate efficiency and higher performance standards. Also, Kodwani (2017), posits that "It is 
a learning process that involves the acquisition of knowledge, sharpening of skills, concepts, rule, 
or changing of attitudes and behaviours to enhance the performance of employees." According to 
Covey (2015), it is the use of systematic and planned instruction activities to promote learning. 
Applewhite, Kao and Pritzker (2017), reported that “It is a planned and systemic effort to modify 
or develop knowledge, skill and attitude through learning experience, to achieve effective 
performance in an activity or range of activities. Its purpose, in the work situation, is to enable an 
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individual to acquire abilities in order that he or she can perform adequately a given task or job 
and realize their potential” 
 

i. Training Need Analysis   
Training need analysis is considered as the most important phase in ensuring the effectiveness of 
any planned training. Hence, the study begins by giving a broad picture of the topic, in which it 
presents several definitions of training in various contexts, discusses training and its importance 
for an organisation, considers different types of training, and distinguishes training from other 
progressive functions like education and development. It briefly explains the systematic approach 
to the training process and the relevance of TNA within this system. After showing the position of 
TNA within the training process, this study provides an overview of TNA and investigates the 
issues associated with the process. Therefore, it explains and discusses the concepts, types, 
purposes of TNA, shows when to perform a TNA, and the responsiveness of TNA. The goal is to 
explore the nature of these concepts and to address the important elements of TNA. 
 
Ibrahim, Boerhannoeddin & Bakare. (2017), suggested that conducting training needs assessment 
is fundamental to the success of a training programme. However, it is frequently the case that 
organisations develop and implement training without first undertaking a needs analysis. These 
organisations run the risk of overdoing training, doing too little training, or missing the point 
completely. Therefore, they say that TNA has one principal strategic goal which is to identify 
training needs as they currently exist or have the potential to exist at a future time, and to design 
and develop the ways and means of addressing and satisfying those needs in the most cost-effective 
and efficient manner possible. This emphasises the positive impact of TNA as an important part of 
the decision-making process within an organisation, and the opinion is probably due to the useful 
information that TNA provides to guide the planning and implementation of training programmes. 
 
For a better understanding of the meaning of TNA, definitions of several terms from the TNA 
family such as need, needs assessment, needs analysis, training needs assessment, and training 
needs analysis. A discussion of these terms follows. In examining the phrase ‘training need’. The 
word ‘need’ implies that something is lacking - there is a shortfall somewhere. The word ‘training’ 
further implies that this lack can be supplied by systematic training. It can thus be said that a 
training need exists when the application of systematic training will serve to overcome a particular 
weakness (Covey, 2015). 
Holden, Barker, Kuppens and Rosenberg, (2015)  further emphasizes that “A training needs 
assessment identifies specific problems within an organisation by using appropriate methods of 
gathering information (such as surveys, interviews, observations, etc.), determines which of the 
problems requires a training solution, and then uses the information to design training interventions 
that solve the original problem.  Holden et.al. (2015), stated that an assessment of training 
problems would lead to determination of timing of training programmes, the design of the training 
programme and how to implement the training programme this process is known as training need 
circle..  
 

ii. The Training Need Cycle and Process 
Kodwani (2017) considers training as one of the most vital elements for the prosperity of an 
organisation in the contemporary world of change. Once the organisation has identified a problem 
which is declared important enough to consider and resolve, it should go through a series of 
integrated questions/steps before it trains its employees. In this matter, Mahfod (2014) stresses that 
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most training theorists and practitioners agree that the training process has at least four steps or 
phases, these being: assessment, design and development, delivery and follow up, and evaluation. 
These steps are more popularly known as the ‘training cycle’ and many training scholars agree that 
these steps are necessary to ensure training effectiveness (e.g. Kings, 2017, Covey, 2015, 
Blanchard and Thacker, 2012). 
Each phase is important, but the needs assessment phase is the most critical. Errors at this stage 
put all subsequent stages off target. According to Lee and Owens (2014), in order to support this 
crucial phase, one third of the project time should be devoted to it. This further illustrates the need 
for a thorough analysis of the entire system to correctly diagnose the problem and identify the 
correct intervention. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure.1: Systematic Training Need Cycle 
Source:  Kamila (2018) 
 

The steps involved in the training cycle are now discussed separately to better illustrate the 
systematic process of developing and implementing a training programme. 
 Identify Training Needs: Firstly, an assessment of the training needs of an organisation is 
undertaken in order to determine whether training is the best solution to address the presenting 
issues. In general, this analysis consists of analysing the organisation as a whole (e.g. goals, 
objectives, and support for training), the tasks of the job(s) in question, and the employees 
performing the job(s). Miller and Osinski (2014) find need assessment as the critical activity for 
the T&D function. Often training programmes fail due to an inadequate analysis phase. 
 Plan and Design Training: Secondly, the plan for, and design of the training is decided. 
Designing the specific training and evaluation methods to be used involves ensuring a learning 
environment that enables transfer of training and developing evaluation methods that accurately 
reflect the effectiveness of training (e.g. summative or formative evaluation) (Shree, 2017). 
 Implement Training Techniques: Thirdly, a variety of training techniques can be used while 
implementing a training and development programme. Some traditional methods include: lecture, 
audiovisual, on-the-job training, simulations, case studies, business games, role plays, and 
behaviour modelling (Kings, 2017). However, as technology continues to improve, newer 

Evaluate Training Program 

 

IdenƟfy Training Needs 

Design the Training Program  

Implement Training Program 
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methods, such as the internet, laser discs, CD-ROMs, DVDs, and interactive videos, are being 
utilised for these purposes (Mahfod, 2014). 
 Evaluate Training Outcomes: Finally, the evaluation of a T&D programme refers to the 
consistent monitoring of its outcomes, both during and after the programme to determine its level 
of success (Covey, 2015). Thus, continuous evaluation of how training is progressing, evolving, 
and working is necessary. 
The cycle begins with an identification of training needs. The outcome of this step could result in 
either training or non-training solutions. If the ‘needs’ can be satisfied only through training, then 
the process will move.  
Therefore, the identification of training needs, if done properly, provides the basis on which all 
other training activities can be considered (Mahfod, 2014). Therefore, training design and delivery 
can be effective and attractive only when the identification of training needs matches closely with 
the strategic goals of the organisation, the organisational learning culture and management style, 
individual learning styles, and the budgetary support (Mahfod, 2014). 
 

2.1.2 The Concept of Employees Performance 
Employee performance refers to how well employees’ perform on the job and assignments 
assigned to them when measure up to the generally accepted measure of performance standard set 
by the organisation (Dzamesi, 2012). This implies that there are general expectations expected of 
employees in relation to their performance in every organisation. Employee is said to have 
performed when he or she has met the expectations and performed up to standard. 
 
According to Adeyemi (2011), job performance can also be referred to as the functioning and 
presentation of employees. This implies how employees are able to effectively and actively 
administer their task and assignments and also how they present their assignment to reflect the 
good service and quality desired by their organizations. Performance measures are related to 
effectiveness (how good, accurate or relevant the service delivery was to the customer), efficiency 
(how quickly you deliver), cost effectiveness and cost efficiency. Performance measures covering 
information relating to: Customers – new and cost; Resource – consumed, save or required; 
Finance – how efficiently and effectively tasks and activities are accomplished. Furthermore, 
Adeyemi (2012), reported that some genuine aspects for measuring performance in relation to 
reward system include: annual growth in profits of a company; efficient and effective product and 
service spin-off and growth; rate of customer growth and retention annually; corporate expansion, 
opening of new branches and creation of subsidiaries; annual increase in the organization’s market 
share; rate of employee turnover over a certain number of years. 
 
2.2 Theoretical Framework  
2.2.1 Mcgehee and Thayers OTI Frameworks 
Ngethe, (2014), stressed that a thorough needs analysis examines training needs on three levels: 
Organisational, Tasks, and Individual. Therefore, to design training programmes that satisfy both 
organisational and human assets, the training programmes must be based on organisational, 
operational, and individual analyses together with the use of appropriate methods and techniques 
to collect data from all three levels. This study therefore is anchored on Megehoe and Theyer’s 
Framework as relevant for this study; 
 
 Organisational Analysis (O): According to McGehee and Thayer (1961), organisational 
analysis involves determining where within an organisation, training emphases could and should 



InternaƟonal Academic Journal of Business Systems and Economics 

Page | 128  
 

be placed. In order to do this, organisational objectives, human resources, efficiency indices, and 
climate are analysed. According to Noe (2005), organisational analysis also involves the 
consideration of strategic company directions, of whether managers, peers and employees support 
training activity, and of what training resources (budget, time, expertise for training) are available. 
It provides an important consideration of whether or not the proposed training will be compatible 
with the organisation’s mission, strategy, goals, and culture. Furthermore, the organisational 
analysis consists of considering how personnel training can help to attain organisational goals and 
where in the organisation, training is needed. It identifies the knowledge, skills, and abilities that 
employees will need for the future, as the organisation and the jobs of its employees evolve or 
change. 
 
 Task/Operations Analysis (T):  According to McGehee and Thayer (1961), task analysis 
identifies the nature of the tasks to be performed on the job and the knowledge, skills, and abilities 
(KSAs) needed to perform these tasks. Therefore, operations/task analysis looks at the knowledge 
and skills requirements of each specific job and compares these requirements to employees’ actual 
knowledge and skills. Any gaps reveal a training need. Also, Scott (2017), defines job analysis as: 
“a process of identifying the purpose of a job and its component parts, and specifying what must 
be learned in order for there to be effective work performance”. 
Therefore, job analysis is about collecting, recording, tabulating and analysing duties and tasks, 
identifying the competencies that are necessary for employees to perform their jobs, and 
identifying job performance standards, knowledge, skills and abilities essential to perform these 
tasks.  
 
 Individual Analysis (I) According to McGehee and Thayer (1961), individual analysis focuses 
on identifying who should be trained and what training is needed by individuals. Consequently, 
individual analysis targets individual employees and how they perform in their jobs. According to 
Stone (2012), individual analysis examines employees’ performance and compares it with the 
established standards, in order to determine the training needs for each employee. Thus, it focuses 
on how well employees perform their jobs and what skills, abilities and knowledge they use to 
conduct those jobs. Basically, person analysis answers the questions of which people need training 
and what kinds of training they need. In order to answer such questions we need to find what 
specific skills and knowledge are to be developed if the employee is to perform his/her job well.  
 
2.1.3 The Relationship between Training programme and Performance 
Performance refers to how the worker is able to effectively manage and present their tasks to reflect 
their quality and quality service preferred by their organisation (Olaniyan & Lukas, 2008). It 
therefore follows that there is a direct relationship between staff training development and staff 
performance if the employee would be more trained or more developed, the employee would be 
more satisfied with the job, more committed to the job and the employee performance would also 
be enhanced. When staff performance increases, it will give rise to the organisation effectiveness 
(Camnathes, 2016). Staff performance may be related to many factors within the organization like 
management, knowledge and overall job satisfaction. Ngirwa (2015) identified key factors that 
can address problems related to performance in the organisation such as knowledge, innovation, 
satisfaction, and career orientation. 

According to Kodwani (2017) “The benefits of training are apparent: trainees are provided with 
the knowledge and skills needed to ensure optimal performance outcomes; a reserve of workforces 
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qualified to meet the organization’s operational objectives and needs can be developed from inside 
the organization; and training contributes to optimistic morale, individual development and 
satisfaction which culminate into better product quality”. Thus, planning and timing of training 
initiatives influences the following: 

 It helps identified production problem: TNA allows a thorough analysis of a need or a 
problem, and determines whether solutions in this respect can actually be found through training 
because training is not always the answer. For example, training cannot solve problems caused by 
poor system design, insufficient resources or understaffing (Sorenson, 2012). In such cases, 
increasing an employee’s knowledge and skills would not resolve the problem or deficiency, so 
training would waste valuable resources and time. Moreover, sometimes employees’ poor 
performance is not the outcome of a lack of KSAs but because of other reasons such as faulty 
equipment, poor systems, inadequate facilities, improper rewards or punishment systems 
implemented in the organisations.  
 It determines the ‘where’, ‘what’ and ‘who’ decisions of training: TNA is seen as providing 
key data for answering where training should be directed in the organisation, who should receive 
training, and what the content of such training should be (Applewhite, Kao, and Pritzker (2017). 
Information regarding these three questions is important in designing an effective training 
programme. ‘Where’ is identified in the organisational analysis, and it is important to ensure this 
is done, as it is not uncommon in organisations to direct training to the wrong place, and to provide 
training to employees who actually do not need it. 
 It provides a benchmark for evaluating training: Training itself is considered successful if it 
achieves its objectives, and clearly, in order for this to happen, the objectives must be determined 
in advance during the TNA stage, as it is they that subsequently provide the basis for evaluating 
the effectiveness of the training programme. TNA ensures the possibility of evaluation by requiring 
analysts to decide what the training programme intends to achieve. According to Kings (2017), 
analysts should also ensure that the objectives set in the TNA stage are specific, measurable, 
attainable, reasonable and to be achieved within a certain timeframe (SMART).  
 
2.3 Empirical Review 
Several studies related to training need analysis are herein review; 
Wamwayi, Amuhaya, Mukulu and Waititu (2016), examined the role of training needs assessment 
in the performance of non-teaching employees in public universities in Kenya. The study was 
conducted in eight of the twenty-two public universities in Kenya with a sample size of 176 non-
teaching employees. The study was both qualitative and quantitative. Qualitative due to descriptive 
statistics which were used in interpreting data and quantitative due to data obtained from 
questionnaires that was interpreted using statistical packages like SPSS V 20, and Stata V 12, and 
analysis was done by regression and correlation. The study used open and closed ended 
questionnaires and a Likert measurement scale of 1 to 5. The study results revealed that training 
need assessment (p value = 0.001) was statistically significant and therefore had a role to play in 
the performance of the non-academic staff at the public universities. 
 
Ejakait (2016), undertook a study to establish the effects of training needs assessment on employee 
performance in the Postal Corporation of Kenya. The study adopted a survey research design. The 
whole population of 50 employees was taken as respondents. A questionnaire was used to collect 
data from the respondents. Data was analysed using descriptive statistics which gave frequencies 
and percentages. Correlation was used to generate results. The study found out that the 
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organization did not carry out a training needs assessment before developing a training programme 
and subsequently selecting employees for training. The study concluded that despite the 
organization continuously investing in training, determination of individual training needs through 
training needs assessment was not emphasized. As a result most employees were not sure whether 
their performance was reviewed and how they were considered for training.   
 
Laban, Thuo & Mutegi (2017), investigated on the effects of training needs assessment on 
organizational performance in the counties in Kenya. The study focused on the City County of 
Nairobi. The study had four variables which included; Organization Need Assessment, Task Need 
assessment and individual need Assessment were the independent variables while the 
organizational performance was the dependent variable. The objectives of this thesis were to 
establish the effect of training needs assessment on organizational performance in City County of 
Nairobi. In the same vein the specific objectives entailed to establish the effect of organization 
need assessment on organizational performance, to investigate the effect of task need assessment 
on organizational performance and to assess the effect of individual need assessment on 
organizational performance. The study used cross sectional survey research design. The population 
involved in the study was 161 employees and a sample size of 84 employees were picked through 
random sampling; the researcher made use of questionnaires to measure the effects of training 
needs on organizational performance. The data was presented using tables and graphs for making 
reference and report writing. The researcher obtained the permit from the City Council to conduct 
research. The study established that training needs assessment influence organization performance. 
The most influential of the training needs assessment was individual needs assessment. Individual 
training needs assessment involves taking into account both the needs of individuals, but also 
anything that can help the department/organization to work together as effectively as possible. 
 
Sharma (2018), training need analysis of employees of a company in the real estate sector and 
provides an exploration into the training needs of employees of the sales, pre-sales and post-sales 
departments as well an analysis and evaluation of the current training practices. The name of the 
company has not been mentioned in order to maintain the confidentiality of the same. The main 
purpose of the study was to find out that which types of training are required for the employees 
working within an organization, including, technical, non-technical or soft-skills. 
 
Kazi, Ishraat & Ishtiaque (2019), assessed the impact of training needs assessment (TNA) on the 
performance of the employees who were employed in the telecommunication sector in Bangladesh. 
Primary data were collected from the employees of the commercial department of two 
telecommunication companies. A total of 136 employees were selected using the Simple Random 
Sampling (SRS) technique. Ordinary Least Square (OLS) technique was applied to assess the 
impact of TNA on employees’ performance. This study showed that TNA played a positive role in 
improving employees’ performance. 
 
After reviewing several training programmes in the study areas, it was observed that there were 
attempts by training providers to use training needs analyzes but none of them had a 
comprehensive components on training needs analyzes. The absence of comprehensive training 
needs analysis cut-across from organizational (community) levels to man (individual trainees) 
levels. Available records indicates that training needs analysis were more focused on the general 
communities` need to have alternative livelihoods mechanism besides the known traditional 
pastoralism (Kagunyu, Lengarite, Wayua & Shibia, 2005). 
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Conceptual Framework   
 
 
           

Training needs             Employees           
            Analysis           Performance 
 
 
           
 
 
 
 
 
Figure 2:  Conceptual Linkages between the independent and dependent variables  
(Sources: Author 2023) 

Training need analysis is an effort directed towards identifying what training gaps exist in 
performance and when should the training programme be introduce alongside the right kind of 
design through proper implantation process. (Denby, 2010). In the real world, organizational 
growth and development is affected by a number of factors. In light with the present research 
during the development of organizations, employee training plays a vital role in improving 
performance as well as increasing productivity. This in turn leads to placing organizations in the 
better positions to face competition and stay at the top. This therefore implies that a robust training 
need analysis be done to sustain and improve performance efficiency of employees.  

3.0                                          RESEARCH METHODOLOGY 
The present study adopted the use of the survey research design which according to Sekaran and 
Bougie (2013) is a way of setting objectives for data collection, designing the study, preparing a 
reliable and valid survey instrument, administering survey, managing and analyzing survey data, 
and reporting the results. Primary data was gathered and used for this study through the 
administration of questionnaire. The population of the study comprised of staff of President Paint 
Nigeria in Ojokoro, Ahmadiyah Bus Stop in Abule Egba, Lagos State. Available reports from the 
admin office shows that the staff population of the factory is 98 staff comprising both production 
and administrative workers. 
 
4.0                                                 RESULTS AND DISCUSSION 
4.1 Data Presentation and Analysis 
Due to the size of the population as displayed above the study adopted the census sampling 
technique. The census sampling technique is a process in which all the element of an identified 
relatively small population is all selected to be included in the sampled respondents of a study. 
Therefore, the sample size for this study is still ninety eight (98).  The primary data was obtained 
through the administration of questionnaire to the respondents. A 16 items on training need analysis 
and employee performance was adapted from the study of Nazli, Sipon and Radzi (2014). The 
instrument had been subjected to a reliability test and the Cronbach alpha obtained for the test was 
0.785 indicating that the instrument is valid to test the identified variables. Further data analysis 
on the study hypotheses were carried out using Pearson Product Moment Correlation. From the 

*Training programme 

   

       

* Timing of training 

   

       

* Training Design  
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ninety eight (98) questionnaires administered to the participants from the selected organisation of 
study, only eighty-one (81) of the returned instruments was found valid and was then used for the 
analysis as shown below:  
 
Table 1: Staff Population as provided in the office  

Staff   Male Female Total  
Management staff   5   2   7  
Senior Staff 26 11 37 
Junior Staff 42 12 54 
Total 73 25 98 

Source; Administrative office, 2021. 
 
 
4.2 Test of Hypotheses 
Hypothesis One 
Ho1: There is no significant relationship between training program and employee’s performance 
President Paints Nigeria Limited, Ojokoro-Lagos State.    
 

Table 2: Correlation analysis of the relationship between training 
programme  and employee performance   

 
 Training 

program 
Employee 

Performance  

Training 
programme 

Pearson Correlation 1 .758** 
Sig. (2-tailed)  .000 
N 81 81 

Employee 
Performance  

Pearson Correlation .758** 1 
Sig. (2-tailed) .000  
N 81 81 

**. Correlation is significant at the 0.01 level (2-tailed).                    
 

From the table, the computed value of Pearson product moment correlation coefficient showed a 
positive and strong relationship. The coefficient value r is about 76% (0.758). The correlation 
analysis implies that there was a significant relationship between training programme and 
employee performance in President Paint Nigeria in Ojokoro, Lagos State. 

Hypothesis Two 
Ho2: There is no significant relationship timing of training programme and employee’s 
performance in President Paints Nigeria Limited, Ojokoro-Lagos State.    
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Table 3: Correlations Table of Relationship between Timing of Training 
Programme  and employee performance  
 Timing of 

Training Prog 
Employee 

Performance 

Timing of  
Training 
Programme 

Pearson Correlation 1 .746 
Sig. (2-tailed)  .000 
N 81 81 

Employee 
Performance 

Pearson Correlation .746 1 
Sig. (2-tailed) .000  
N 81 81 

**. Correlation is significant at the 0.01 level (2-tailed). 
Source: Field Survey, 2020 
Table displays the Pearson correlation coefficients, significance value, and relationship between 
timing of training and employee’s performance. The correlation coefficient is 0.746. This imply a 
relatively strong and positive correlation, this indicates that there is significant relationship 
between timing of training and employee’s performance in President Paint Nigeria in Ojokoro, 
Lagos State. 

Hypothesis Three 
Ho3: There is no relationship between training design and employee’s performance in President 
Paints Nigeria Limited, Ojokoro-Lagos State.    
 

Table 4: Correlations Table of Relationship between Training 
programme design and employee’s performance  
 Training design employee’s 

performanc
e 

Training 
programme design 

Pearson Correlation 1 .862 
Sig. (2-tailed)  .000 
N 81 81 

 employee’s 
performance 

Pearson Correlation .862 1 
Sig. (2-tailed) .000  
N 81 81 

**. Correlation is significant at the 0.01 level (2-tailed). 
Source: Field Survey, 2020 
Table displays the Pearson correlation coefficients, significance value, and relationship between 
training design and employee’s performance. The correlation coefficient is 0.862. This imply a 
relatively strong and positive correlation, this indicates that there is significant relationship 
between training design and employee’s performance in President Paint Nigeria in Ojokoro, Lagos 
State. 
 

 
4.3 Discussion of Findings  
The performance of business organisation in this present business environment is determined by 
so many factors both within and outside the business. This has made many organisations to begin 
to think that one way to ensure their businesses remain competitive is by constantly increasing the 
value of their people by improving their knowledge, skills and attitude. In order to do this, business 
should not only react when problem occurs, rather they should be more proactive by providing the 
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right kind of staff that able to adapt to changes and challenges when they come calling, this can be 
done through effective training need analysis.  
 

Relationship between training programme and employee performance 
From the findings, most of the respondents agreed moderately there was commitment by 
Management to carry out training programme frequently as shown by the correlation table of 
hypothesis one (0.758). This was in line with previous studies on the need for training as conducted 
by different studies (Anderson, 1999; Bowman and Wilson, 2008; Wagonhurst, 2002), most of 
these studies established that when workers training program are well planned results are always 
felt on production capacity and quality of output.   
Relationship between timing of training programme and employee performance   
The second hypothesis which tested the relationship between timing of training and employee’s 
performance shows a significant relationship. This finding suggests that when training are timely 
planned and organized for employees in any organisation it positively influence the performance 
of employees. The results are in consonance with the findings of earlier studies (O’Driscoll and 
Taylor (2012); Pearson and Porath (2005), posited that employees will react with positive 
customer’s relations when they have been well motivated through quality training programme. 
This implied that an employee who perceived that the organisation is concerned about their 
development will react with positive work behaviour that will in turn results in to better 
performance. 
 
Relationship between training programme design and employee’s performance   
The third hypothesis which tested the relationship between training programme design and 
employee’s performance shows a significant relationship. This finding suggests that the planned 
training programme do have direct effect on workers output in terms of production quality and 
quantity. The result is in line with past studies (Kagunyu, Lengarite, Wayua & Shibia, 2005; 
Pearson and Porath 2005) that when employees are trained with the right design and packages it 
will lead to positive outcome on performance and production output.  
 
5.0                                     CONCLUSION AND RECOMMENDATIONS 

5.1 Conclusion 

Based on the findings above it can be said that the final product of a training needs analysis is an 
accurate description of exactly what type of training is required, what time should it be done, what 
would be the right duration and what should be the content of the training programme. Thus, the 
training needs analysis makes it possible to transform the identified needs into learning objectives. 
Through the above, conclusion was made that the process of identifying the training needs of the 
organization helps to achieve the following: 

i. Success of the training programs implemented by the organization. 
ii. Contributing to achieving the organization's objectives efficiently and effectively. 

iii. Identifying the training efforts clearly. 
iv. Contributing to design a successful training policy for the organization. 
v. Treating different problems that the organization would face or is facing. 

vi. Contributing to creating the competitive advantage for the organization against other organizations. 
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5.2 Recommendations 

In order for the organization training needs programme to be efficient in identifying training needs, 
the following recommendations are thus presented: 

1. That formulation of appropriate training policies be made by company management in order to 
adequately address the training needs and problems. 

2. Also, management should develop a consistent practice of training time.  
3. Every employee in all sections/departments/division must be involved in Training needs 

assessment and the entire exercise should be regular, serious and open.  
4. Finally, Top management should commit itself to training so as to ensure effective design and 

implementation. This should take a participatory approach to enhance inclusivity of all organisation 
members. 
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