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Abstract

Generally, the success of an organization is always known to be tied to the overall performance 

of its workforce or staff.  The reason is simply because they are not only its major assets but its 

driving force.  However, in today's world, staff organizational life in the workplace is becoming 

more unpredictable and this is majorly as a result of both the advancement in technology and the 

current mode of doing business.  Thus, to catch-up with this modern trend, organizations are now 

under obligation to improve staff performance through (staff) training and retraining programs.  

This paper is therefore an allusion to the importance of staff training and retraining programs 

and how this can enhance the career development of staff in an institution like Umaru Ali 

Shinkafi Polytechnic, Sokoto. The paper for example is of the opinion that if staff are 

continuously subjected to training and retraining programs their competency will be further 

developed and this will in turn help to eradicate complacency and obsolesces in the institution. 

This aside overall, it is hoped that these and other recommendations made in the paper will in the 

long run add value to existing knowledge on the subject matter.

Key words: Staff, Organizational Life, Competency, Training and Retraining, Technology, 

Career Development.

INTRODUCTION

It is a known fact that the accomplishment of any organization is simply tied to the performance 

of its staff as they are its major asset. However, there are other aspects that play a major part. An 

organization needs to ensure that the competency of its staff is in line with its financial stand or 

status in the market. Therefore, to sustain this valuable human resource, organizations are 

required not only to be conscious about job satisfaction but how to improve employees' 

competencies.

27802940

Bakolori Journal of General Studies  Vol. 10 No. 2 



The fact is that organizations must not think that staff are only interested in the financial profits of 

their works and as such neglect the high significance that most of the employees' place on the 

inherent benefits of their professions. This should be far from it. Every organization must ensure 

that it has on ground crops of staff who are capable of continuously adjusting to today's 

fluctuating business environment. The need to see to this is the reason why most of the 

companies are investing a lot of money on the training and retraining of employees in order to 

remain competitive and successful in today's business world. The importance of training and 

retraining scheme for employees is therefore now not only the most appealing alternative but is 

rapidly growing as organizations are now more than ever before using this tool to enhance their 

employees' competencies, (European Journal, 2013).  

Thus, as much as this concept is important there is momentous discussion amongst scholars and 

professionals as to the positive effect of training and retraining program on the objectives of 

employee and organizations. While some scholars suggest that training opportunities increase 

high employee turnover, others claimed that training is an instrument that is beneficial to 

theemployees'career advancement (Colarelli&Montei 1996; Becker 1993). However, 

irrespective of all the discussions, most of the writers are of agreement that staff training is a 

powerful and influential human resource practice that can expressively influence the 

accomplishment of organizations. This is true considering that most organizations are now 

struggling to get a slice of the worldwide economy by trying to differentiate between themselves 

on the basis of abilities, information, and the enthusiasm of their workforce. A current report 

prepared by American Society for Training and Retraining schemes stated that organizations are 

spending more than $126 billion yearly on employee training and retraining scheme (Paradise, 

2007). Be that as it may training is what can simply be referred to as an organized method of 

learning and development which expand the efficiency of individual, group, and the organization 

(Goldstein & Ford 2002) while retraining on the other hand is the process of learning a new or the 

same old skill or trade by the same group of personnel.  Retraining is therefore what is required to 

be provided on a regular basis to avoid personnel obsolescence more so due to the current trend in 

technological changes as well as the individuals' memory capacity. Retraining is thus a short-

term instruction course designed to re-acquaint personnel with skills previously learnt. 

(Wikipedia, 2011).

27802941

Bakolori Journal of General Studies  Vol. 10 No. 2 



Wage Indicator(2019), says that, the Labour Act, 2003 provides that it is the duty of employers to 

develop their staff by way of training and retraining of the workers.  The law also allows staff to 

demand to be trained and retrained for the development of their skills. It must be emphasized that 

the quality of employees and their development through training and retraining are major factors 

in determining long-term profitability of an organization.  Continuous training for staff helps 

them to therefore adjust rapidly to changing job requirements and to also develops their careers.  

Additionally, training enables employees to identify and overcome gaps within their work 

schedules and appreciate periodic changes that will sharpen their competencies and enhance 

their career, the fact being that career development is not only a life-long process of managing, 

learning, work, leisure, and transitions but a process that also helps one to move toward a 

personally determined and evolving preferred future.

Based on the above discussion, this paper therefore intends to examine the extent towhich 

training and retraining contributes to career development, with particular reference to staff in 

Umaru Ali Shinkafi Polytechnic, Sokoto.  The paper is structured in four parts; part one is the 

introduction, statement of problem, objectives of the paper, scope of the study, part two deals 

with literature review, while part three focuses on methodology, result, discussion, 

recommendation and conclusions are contained in part four.

Statement of Problem 

 According to the famous Maslow hierarchy of need theory as propounded by Abraham Maslow 

in 1943, self-actualization needs is the next hierarchy of need after the basic need (which consist 

of three hierarchy of needs). This platform according to Huitt (2004), constitutes the peak rank of 

needs.  These needs involve perpetual concentration on personal development which includes 

developing oneself through trainings,problem solving, life pleasure (Huitt, 2004).

In spite of the apparent benefits and need for training and development, it is the view in some 

quarters that the program is time wasting, expensive, redundant and is therefore unnecessary. 

Due to the complexity in the modem business environment labour needs to be trained and 

retrained in order to function effectively in a global setting. The paper is thus intent at carrying 

out an investigation on the impact of training and retraining on staff career development
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Objective of the study

 In this regard, the objectives of the paper would include the following:

· To highlight why organization should encourage staff training and retraining 

· To emphasize the importance of staff training and retraining and its relevance in staff 

career development.

Research Questions

In view of the above research objectives, this paper shall respond to the following elicited 

questions.

· How significant is training and retraining programme to an employee's career�

· What effect does training and retraining have on the overall output or performance of an 

organization�

Scope of the study

This paper is a quantitative researchand since this is so, the survey research approach was used 

for data collection.  The targeted population include both academic and non-academic staff of 

Umaru Ali Shinkafi Polytechnic Sokoto, numbering only fifty (50) persons on the basis of equal 

allocation.  The expectation is that results gathered on this basis is enough representation.

LITERATURE REVIEW

Meaning of a Staff  

A staff is any individual who is engaged in a particular service in an organization in anticipation 

of agreed wages to be paid in return for the services he has rendered to his employer 

(Imhabekhai&Oyitso, 2000). This in essence means that a staff is anybody who works in an 

organization for an agreed sum.   Business Dictionary, (2019) defines a staff as an employee who 

works under a given supervisor.  The term staff is synonymous to employee and can be used inter 

changeably.

Training and Retraining

Training is the organized procedure by which people learn knowledge and skill for a definite 

purpose.  Training refers to the teaching and learning activities carried on for the primary 

purpose of helping members of an organization acquire and apply knowledge, skills, and abilities 

needed by a particular job. It is also required to make their skills up to date, so that the skills stay 

sharp.  This kind of training can be provided annually or more frequently as maybe 

required.Employee training or staff training is a program designed to increase his/her technical 

skills, knowledge, efficiency, and value creation to do any specific job in a much better way.  

Training program is thus periodical and is given at regular intervals. It is never continuous, hence 

the need for retraining.  (Friefeld, 2013)
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On the other hand, re-training of workers or staff involves the renewal or updating of workers' 

skills, knowledge, attitude, work habits and competencies to enable them perform their assigned 

responsibilities creditably (Imhabekhai, 2000:120).Imhabekhaiwent further to say that 

retraining is a function of observed training needs and the amount of changes which takes place 

in the techniques of production. Stressing the importance of re-training to employees, 

Imhabekhai (2000) quoting Harcon (1961) maintained that:

“It is expensive to expect a man to pick up the thread as he goes along. Thus, at different levels in 

various ways, training for management succession is in a way being fulfilled and grudgingly 

accepted to be vital for the well-being of an enterprise. To this end that training should be a means 

to an end in itself, the end being the prosperity of the enterprise”

Retraining of workers is therefore very vital to the productivity of an organization considering 

the technological changes taking place in the world of workplace today. This means that workers 

must be trained to acquire the necessary skills and knowledge to be able to meet with these 

changes and perform their assigned roles in the organization towards the achievement of 

organizational goals. 

Collins (2008) adds that retraining is the re-acquaintance of staff with previously learnt skill, 

Training and retraining are as such in this regard two basic terms that help to increase the needed 

skill set in development of an employee and the overall growth of an organization.  Training and 

retraining arewhat are needed to keep staff updated with the latest trends and technologies 

required for survival in the competitive and ever evolving educational sector.  Staff training is 

therefore equally not only essential for the new staff but the old staff as well.  It allows new staff 

to get familiar with their jobs and enhance their job-related skills and knowledge and the old staff 

to improve on their existing knowledge of the job. Although training can be costly to 

anorganization in terms of money and time, organizations should all the same ensure that they 

provide training for staff irrespective of their qualification and skills.  Specifically,the need for 

training should arise for the following reasons as postulated by Collins, (2008);

Environmental changes: computerization and automation have resulted in many changes that 

has now made it necessary for trained staff with required skills and enriched with the latest 

technology and knowledge.

· Organizational complexity: with modern inventions, technological advancement and 

diversification, most of the organizations are becoming very complex.  This is 

aggravating the problems of coordination.  So, in order to cope with the complexities, 

training has become mandatory.
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· Human relations: since every management must maintain a good human relation training   

has become one of the basic instruments for dealing with human problems.

· The need to match specifications training with requirement makes training a gap filler 

owing to the possibility of a mismatched between staff's specification and requirements 

of the job and the organization and the gap that this is likely to create, notwithstanding 

his/her past experience and skills staff training also is required.

Types of Training and Retraining Programs

There are many methods of retraining, each comes with its pros and cons.  The following are 

training and retraining methods as suggested inHr, (2001);

1. Technology-based learning: it is a common method of learning via technology and this  

includes;

· Basic PC-based programs

· Interactive multimedia-using a PC based CD-ROM

· Interactive video- using a computer in conjunction with a VCR

· Web-based training program

Forms of training with technology are unlimited.  Here trainer gets more of the learners' 

involvement than in any other environmentwhile the trainees enjoy the benefit of learning at their 

own pace.

2. Simulators: simulators are form of training used to imitate real work experiences.  

Although most simulators are very expensive, they are indispensable in learning certain 

jobs. One example is the training of astronauts. Astronauts train extensively using 

simulators to imitate the challenges of micro gravity experienced on space.  The military 

use similar video games to train soldiers

3. On-the-job training: Jumping right to work from day one can be the most effective type of 

training.  Here are few examples of on-the-job training

· Job manuals: a rather boring but helpful way of gaining knowledge about certain task in 

the work place.

· Observation, explanations made by superiors, and constant practice.

· trainers go through the job description to explain duties and answer question.

On-the-job training gives a staff the motivation to start the job.  Some reports indicate 

that people learn more efficiently if they learn hands-on, rather than listening to an 

instructor.  However, this method might not be for everyone, as it could be very stressful.

4. Coaching/mentoring: coaching and mentoring give a staff the chance to receive training 

one-on-one from an experienced professional.  This usually takes place after another 

more formal process has taken place to expand on what trainees have learnt.
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5. Lecture: Training via lecture usually takes place in a class room format.  The advantage 

to a lecture is the ability to get a huge amount of information to a lot of people in a short 

amount of time.  It is said to be the least effective of all training methods because in many 

cases it contains no form of interaction between trainer and trainees and can be boring.

6. Case studies: case studies provide trainee with a chance to analyze and discuss real 

workplace issues.  They develop analytical and problem-solving skills and provide 

practical illustrations of principle or theory.  They can also build strong sense of team 

work.

7. Role playing: In role playing, trainees assume a role outside of themselves and play out 

that role within a group.  A facilitator creates a scenario that is to be acted out by the 

participant under the guidance of the facilitator.  Although the situation is contrived,  

interpersonal relations are usually genuine.  Furthermore, participants receive 

immediate feedback from the facilitator and the scenario itself, allowing better 

understanding of their behavior.  This training method is cost effective and is often 

applied to marketing and management training.

Benefits of Staff Training

The following are benefits of staff training according to MbaSkool, (2019);

· Decreased accidents: if the staff is trained there are less chances of accidents on the job.

· Better productivity: Training of staffs enhances productivity, as well as efficiency and 

effectiveness

· Improved employee morale: Training boosts employee morale as well as job satisfaction 

of employee which automatically reduces labour turn over and absenteeism.

· Probability of promotion: Training equips staffs with the needed skills for the job, which 

· makes them eligible for a higher position thereby enhancing and developing career path.

Career Development

Career development is the series of activities or the on-going/lifelong process of developing 

one's career.  Career development usually refers to managing one's career in an intra or inter 

organization scenario.  It involves training on new skills, moving to higher job responsibilities, 

making a career change within the same organization or starting one's own business.Career 

development is directly linked to the goals and objectives set by an individual.  It starts with self-

actualization and self- assessment of one's interest and capabilities.  The interest is then matched 

with available options.  The individual needs to train himself to acquire the skills needed for the 

option or career path chosen by him.  Finally, after acquiring the desire competency, he has to 

perform to achieve the goals and target set by him.  Career development is directly linked to an 

individual's growth and satisfaction and hence should be managed by individual and not left to 

the employer.  Career development helps an individual to grow not only professionally but also 

personally.  Every employee working in an organization is looking for a career development 

which moves in the right direction.  Career development provides the staff with skills, goals, 

awareness assessment, and performance which helps an individual to move in the right direction 

and achieve the goals one has in one's career (MbaSkool, 2019).
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Career Development through Training and Retraining Schemes

The development of an individual's career is driven by several factors.  Strategies to improve 

someone's career can be driven either by the company through training and retraining programs 

or by the individual himself or herself.  Some strategies of career development are as follows:

1. By companies: Training and retraining by companies can help staff in learning new 

skills.  Companies help in providing leadership development, management development 

in the long run help career development.

2. By staff/employees: Individuals can themselves boost their own career.  This is done 

through constant evaluation of their skills using technique like continuing professional 

development.  Continuous and repetitive efforts can help in developing employees' 

career.(Mbaskool, 2019)

Methodology

The study employed the survey approach with the use of questionnaires which were developed 

from the research questions earlier formulated. The population used for this study include of the 

academic and the non-academic staff of Umaru Ali Shinkafi Polytechnic, Sokoto.  Since, it is 

practically impossible to cover the whole population, it became necessary to select a sample.  A 

total of fifty (50) staff were therefore randomly selected as sample.

In order to gather information for this study, the questionnaire method was used; fifty (50) 

questionnaires were administered to gather information on the subject of the research.  The 

questionnaire consists of Parts A and B.  Part A contains items to collect personal information 

about the respondents while Part B consists of ten questions to elicit responses on the subject of 

the research.

The questions administered were tailored on Likert scaling method to help the respondents make 

the appropriate choice.  Respondents were asked to indicate their responses by ticking the 

appropriate answers, from “Strongly Agree, Agree, Disagree and Strongly disagree”. This 

enabled the respondents to thick the responses that tally with their individual views as well as 

ensure an easy and fast way of presenting the result of the study. 

An appeal was made to the respondents in order not to underscore the essence of the research 

exercise. The appeals centered on sincerity in providing the right information to the question 

asked; use of the answer options provided in answering the questions posed and the return of the 

completed questionnaire promptly.In order to test the reliability and validity of data collected, 

the test-retest and content validity methods were used respectively. The questionnaires were 

personally distributed to the staffs and collected personally by the researcher as the direct 

distribution was felt to be more effective. All the fifty questionnaires were collected.
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Table 1:  Sex of Respondents

Sex Respondents Percentage 

Male 40 80 

Female 10 20 

Total 50 100 

   Source: Field survey, 2019

Table II: Age of the Respondents

Age

 

Respondents

 

Percentage

 

20-29

 

05

 

10

 

30-39

 

20

 

40

 

40-50 above

 

25

 

50

 

Total

 

50

 

100

 

                 Source: Field survey, 2019

Results

Responses to ten questions in the questionnaire were analyzed according to research questions.  

All the questions were analyzed using simple percentage methods.  Two different tables were 

used to analyze the two research questions. Each question administered in questionnaire gave 

respondents four options from which to choose the one he/she considered the most appropriate 

answer. The responses were categorized as; Strongly Agree, Agree, Disagree and Strongly 

Disagree.  

In analyzing the data, the average of responses on questionnaire items pertaining to each research 

question was obtained by dividing the number of responses by the number of question items. 

Similarly, the percentages of responses were obtained by dividing the total number respondents 

by the number of agreed responses to question and multiplying this by fifty (50).  

The same method was used to analyze the Disagreed responses and the Strongly Disagree 

responses.  It was also used in analyzing the responses of research question two and three.

The responses to the research questions are in the table below:

The above table, shows that the number of male respondents is more than the number of female 

respondents which indicates that the number of males in terms of percentage is 80% while female 

is 20% respectively.
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It can be seen from the table II that 50% of the respondents represents staff within the ages 40-50 

years while the other 50% represents respondents between ages 20-29 and 30-39, precisely 20% 

and 40% respectively.

Information accruing here as above shows that, none of the respondents are SSCE, ND and NCE 

holders. In fact,40% of the respondents are HND/BSC holders while the remaining 40% 

represents those with M.Sc./MBA and 20% of the respondents hold Ph.D. respectively.

However, even then it would be seen in Table IV that with regards to the number of respondents 

selected,50% are academic staff while 50% of the respondents are Non-academic staff.

Again, what table V shows is that 30% of the respondents have been working with Umaru Ali 

ShinkafiPolytechnic Sokoto, for 6-10 years, 70% have been working with the institution for 10-

15 years, meaning that institution has a management and an experience staff strength.

Table III:Educational Background

Qualification Respondents Percentage 

SSCE 0 0 

ND/NCE 0 0 

HND/B.SC 20 40 

M.SC/MBA 20 40 

Ph.D. 10 20 

Total 50 100 

  Source: Field survey, 2019

Table IV:Staff Status

Alternatives

 

No of Respondents

 

Percentage

 

Academic Staff

 

25

 

50

 

Non-Academic Staff

 

25

 

50

 

Total

 

50

 

100

 

               Source: Field survey, 2019

Table V:Working Experience

Working experience Respondents Percentage 

6-10 years 15 30 

10-15 years above 35 70 

Total 50 100 

  Source: Field survey, 2019
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Note that all the questions in part 'A' and the responses therein are meant to give the questions in 

part 'B' a clear head on for an unbias analysis.  Below are therefore tabular representations of the 

responses as gathered from questions administered.

Part B

Research Question One:

How significant is training and retraining on employees' career?

Note that related to research question one 'B' are questions 1,2,3,4 and 5 which reflected in both 

table VI and the appendix at the back page.  They are for the elicitation of responses to questions 

bothering on whether or not staff training and retraining has helped to strengthen an employee's 

previously learnt skills, lead to better performance, career advancement, development of new 

ideas and promotion.

Results from table VI above shows that 60% Strongly Agreed that training and retraining 

programs allows staff to strengthen their previously learnt skills, enhances their innovative 

skills, equip them with necessary skill for career advancement thereby making them eligible for 

promotion, 24% Agreed, 10% Strongly disagreed, 6% Disagreed, based on the 84% positive 

responses, the questions were therefore upheld.

Research question Two:

What effect do training and retraining have on the overall performance and output of an 

organization�

Note that also attached to research question two 'B' are questions 6,7,8,9 and 10 as would be seen 

in table VII in the same appendix.  The intention is to stimulate responses in relation to whether or 

not staff training and retraining has either helped; to develop retard the employer's image/brand 

name, expand staff knowledge base, increased the organizations' productivity and lead to staff 

feeling valued.  Thus it is to be noted that while all the questions in one 'B'  are employee inclined, 

the ones in two 'B' are specifically tailored to highlight the benefit of staff training and retraining 

in the organization.

Table VI

Q/NO

 

TOTAL 

RESPONDENTS

 

STRONGLY 

AGREE

 

AGREE

 

DISAGREE

 

STRONGLY 

DISAGREE

FIG

 

%

 

FIG

 

%

 

FIG

 

%

 

FIG

 

%

1

 

50

 

35

 

70

 

15

 

30

 

-

 

-

 

-

 

-

2

 

50

 

25

 

50

 

10

 

20

 

10

 

20

 

5

 

10

3

 

50

 

40

 

80

 

10

 

20

 

-

 

-

 

-

 

-

4

 

50

 

20

 

40

 

15

 

30

 

10

 

20

 

5

 

10

5

 

50

 

30

 

60

 

10

 

20

 

5

 

10

 

5

 

10

TOTAL

 

250

 

150

 

300

 

60

 

120

 

25

 

50

 

15

 

30

AVERAGE

 

50

 

30

 

60

 

12

 

24

 

5

 

10

 

3

 

6

Field study, 2019
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Therefore, in this regard it would be seen from the table VII above, that while 64% Strongly 

Agreed that training and retraining develop employee better, presents organization a prime 

opportunity to expand their staff knowledge base, makes staff feel valued and increases retention 

of staff only, 24% Agreed while 10% Strongly disagreed and 4% Disagreed.  However, based on 

the 88% positive responses, the questions were therefore upheld.

Discussion of Results

Research question one is intended to assess the significance of staff training to staff career 

advancement.  The results gathered shows that training and retraining schemes not only allow 

staff to strengthen previously learnt skills, but equip staff with the skills needed to perform better 

on the job. Additionally, it shows that training and retraining could be used as a basis for 

promotion, develop staff career as well as help to motivatea complacent staff.  

This result corroborates with Collins (2008)that, training and retraining increases the needed 

skill set and helps in development of an employee as well as the overall growth of the 

organization.  Collins further explained that in order to keep staff updated with latest trend and 

technologies, staff need to be trained.

From the above statement one can thus deduce that training and retraining enhances staff 

competencies which in turn positively affect the career advancement of an employee or staff.

Table VII

Q/NO

 TOTAL 

RESPONDENTS

 

STRONGLY 

AGREE

 

AGREE

 

DISAGREE

 

STRONGLY 

DISAGREE

 

FIG

 

%

 

FIG

 

%

 

FIG

 

%

 

FIG

 

%

 

6

 

50

 

40

 

80

 

10

 

20

 

-

 

-

 

-

 

-

 

7

 

50

 

30

 

60

 

10

 

20

 

5

 

10

 

5

 

10

 

8

 

50 40 80 10  20  -  -  -  -  

9

 

50

 

20

 

40

 

15

 

30

 

10

 

20

 

5

 

10

 

10

 

50

 

30

 

60

 

15

 

30

 

5

 

10

 

-

 

-

 

TOTAL

 

250

 

160

 

320

 

50

 

120

 

20

 

50

 

10

 

20

 

AVERAGE

 

50

 

32

 

64

 

10

 

24

 

4

 

10

 

2

 

4

 

Field study, 2019
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Research question two on the other hand was to determine the effect of training and retraining of 

staffon organization performance and output.  The result obtained in table VII shows that a 

strong training and retraining strategy will help to develop employer image, increase staff 

retention, expand the knowledge base of staff in the institution, increase productivity and makes 

staff feel valued.

The aforementioned effect of training and retraining therefore increase staff input, which in turn 

also increases the output of the organization. This outcome is in conformity with the submission 

of European journal (2013) that the accomplishment of every organization tremendously relies 

on its staff as they are the major assets of the organization and that as a result management will 

need to ensure that the competency of staff is in line with their stipulation stand.

RECOMMENDATIONS

All said and done, the paper would like to recommend the following:

· Training and retraining programs is a vital and indispensable human resource tool and 

should be adopted by every organization.

· Retraining programs should be introduced to staff in order to reduce obsolesce.

· Training and retraining methods such as case studies, should be used for employees or 

staff who learn slowly.

· Induction programs is also a method of training and should be conducted for entrant 

in order to acquaint them with the organization.

· Staff should be sent for workshops, seminars and conferences within and outside the 

country from time to time in order to improve their competencies.

CONCLUSIONS

The importance of training and retraining of staff should not be underrated. Training and 

retraining are what is needed for organizational growth. Training and retraining of staff have 

important benefits for individuals and organizations. If there is a systematic training and 

retraining program for staff the institution will harvest its profit in terms of competent workforce 

and remain competitive in safeguarding its image. An organized and efficient training program 

with supportive apparatuses will significantly assist the institutions to retain the most valued 

human resource (staff), especially those who have a lot of experience with the institution. If 

institution supports staff in developing their career through training programs and in order to 

meet their requirements, then both staff and institution will enjoy the long-term benefits
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APPENDIX

Questionnaire

Section A

Tick as appropriate

1. Sex:Male ( ) Female ( )

2. Age 20-29 ( ) 30-31 ( ) 40-50 years and above ( )

3. Educational background SSCE ( ) ND/NCE ( ) HND/BSC ( ) M.sc/ MBA and PH.D. ( ) 

4.  Status Academic ( ) Non- academic ( )

5.  Working Experience 6-10 years ( ) 10-15 years ( )

Section B

1. Training and retraining programs allows staff to strengthen previously learnt skills� Agree ( ) 

strongly agree ( ) disagree ( ) strongly disagree ( )

2. Employee who receives the necessary training is more likely to perform better than others 

who didn't  Agree ( ) strongly agree ( ) disagree ( ) strongly disagree ( )

3. Training and retraining acquaints staff with higher level skills needed for career advancement  

Agree ( ) strongly agree ( ) disagree ( ) strongly disagree ( )

4. New ideas are developed during workshop, seminar and brainstorming sessions Agree ( ) 

strongly agree ( ) disagree ( ) strongly disagree ( )

5. Staff training and retraining could be used as a basis for promotion.   Agree ( ) strongly agree  

( ) disagree ( ) strongly disagree ( )

6. A strong training and retraining strategy help develop employer's brand. Agree ( ) strongly 

agree ( ) disagree ( ) strongly disagree ( )

7. Training and retraining present a prime opportunity to expand knowledge base of staffs in an 

organization. Agree ( ) strongly agree ( ) disagree ( ) strongly disagree ( )

8. Productivity increases when an organization implements training courses  Agree ( ) strongly 

agree ( ) disagree ( ) strongly disagree ( )

9. Staff are more likely to feel valued when they are invested in Agree ( ) strongly agree ( ) 

disagree ( ) strongly disagree ( )

10.Training and retraining increases staff retention Agree ( ) strongly agree ( ) disagree ( ) 

strongly disagree ( 
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