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Abstract:  This research investigated the impact of training and development on employees 

performance of manufacturing firms in Rivers State, Nigeria, focusing particularly on job 

knowledge and job skills as essential components of training and development, and psychological 

empowermet as the moderating variable. Based on Human Capital Theory and the Resource-Based 

View (RBV) Theory, the research asserts that employees' knowledge and skills represent strategic 

organisational resources that may improve performance and maintain competitive advantage. The 

study utilised a cross-sectional survey research approach, focussing on a population of 1,248 

employees from selected industrial enterprises in Rivers State. The Taro Yamane sampling method 

was used to get a sample size of 302 workers. We used a structured questionnaire to collect primary 

data and the Spearman's Rank Order Correlation Coefficient to assess the hypotheses we made at a 

0.05 level of significance. The results showed a strong link between job knowledge and employee 

performance, as well as a strong link between job skills and employee performance in 

manufacturing companies in Rivers State. The study finds that training and development programs 

that work well may greatly boost employee performance by helping them learn more about their 

jobs and how to do them better. As a result, it suggests that manufacturing companies in Rivers 

State should offer regular, structured, and job-specific training programs to help workers learn more 

about their jobs and develop practical skills through workshops, mentoring, and on-the-job training. 

This will boost productivity, efficiency, and overall performance of the organisation. 

Keywords: Training and Development, Job Knowledge, Job Skills, Employee Performance, 

Manufacturing Firms, Rivers State 

 

1. Introduction 

Manufacturing companies form a very important element in the economic setup of 

Rivers State, Nigeria, as they play important role in boosting the industrialization sector, 

creation of jobs, value addition and the development of the region. Being an industrial 

center in the Niger Delta area, Rivers State is home to varied production processes 

covering food and beverages, chemicals, cement, plastics, and related products, which 

provide supply chains to other economies outside the state [1]. The performance of the 

workforce is the key factor of sustainability and competitiveness of these firms because 

employees are the major drivers of the efficiency of production, the quality of products 

and the effectiveness of operations. Therefore, there has been a surge of employee 

performance as an important issue of concern in manufacturing companies that aim to 

survive the rapidly evolving competitive and technological business world. 

Employee performance describes the level at which the workers complete their 

working tasks efficiently and effectively in accordance with the organizational objectives 

and productivity norms as well as quality expectations. High employee performance in 

manufacturing contexts is manifested through fewer errors in production, maximum 

machine use, compliance with safety measures, timely tasks of the manufacturing process, 

and flexibility to changing production technologies [2]. Nevertheless, manufacturing 
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companies in Rivers State have increasingly been struggling with the issue of reduced 

productivity, low quality of products, low operational efficiency and performance of 

employees, even though the firms have made heavy investments in machinery and 

technology. All these challenges indicate that technology development is not enough to 

ensure the improvement of performance unless the investment into the development of 

human capital is made. 

The issue of training and development has been globally identified to be a strategic 

human resource practice that upgrades competencies, attitudes, and work-related 

behaviours of employees, and as such, the performance outcomes are improved. Training 

works on preparing the employees in terms of their job-related knowledge and skills that 

are necessary in performing their tasks efficiently, whereas development is based on long 

term capability building that would help them prepare to satisfy the demands of the 

organization of tomorrow [3]. Training and development are especially important in 

manufacturing companies because production processes are too technical, the 

technologies keep on changing, and the result must be accurate and consistent. With 

proper job knowledge and job skills, employees can be well placed to use the current 

machines, adhere to the production quality, address the work issues, and make a 

difference in the performance of the organization [4]. The dimension of training and 

development, which is job knowledge, concerns the knowledge of the employees on 

working procedures, production processes, equipment operation, safety legislation, and 

organizational policies that are applicable to the employees. Proper job knowledge 

facilitates employees to make wise decisions, minimize errors, and do tasks correctly in 

manufacturing settings [5]. Job skills, in their turn, are practical and technical skills that 

employees learn during the training process and can use knowledge in practice through 

real work situations, i.e., how to use machines, how to troubleshoot, quality control, and 

process optimization. Empirical research has always demonstrated that the employees 

who have well-established job skills are more productive, their working quality is better, 

and they are more adaptable to operational changes [6]. 

A number of researchers have studied the correlation between training and 

development and employee performance with most of them finding a positive and 

significant relationship. As an example, Elnaga and Imran and Falola et al. discovered that 

well-designed training programmes contribute to the efficiency and effectiveness of the 

employees significantly. Correspondingly, recently conducted research in developing 

economies indicates that specific training interventions can be effective to improve the 

competence and performance of employees in manufacturing and industrial companies 

[7]. Although these efforts have been made, the manufacturing companies in Rivers State 

have shown evidences that training programmes are often sporadic, not well designed 

and not aligned to the job needs of employees hence employees are not well versed with 

the jobs and lack job skills. Even though, some studies have been conducted on training 

and development as related to the performance of an organization or employees, there are 

few studies which narrow down the context and examine the influence of job knowledge 

and job skills as aspects of training and development on employee performance in 

manufacturing firms in Rivers State, which have become the contextual and empirical gap 

of the current study. 

Statement of the Problem 

Over the past few years, manufacturing companies in Rivers State, Nigeria, have been 

struggling with the major problem of poor employee performance, inefficiencies, low 

productivity, and product quality despite technological expenditure. According to most 

companies, mistakes, slow production, and inability to adjust to new processes are 

frequent and negatively affect competitiveness and profitability [8]. Apparently, there is 

evidence that one of the most significant factors that have contributed to these problems 

is the insufficient focus on employee training and development, especially where job 

knowledge and practical job skills are concerned [9]. 
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Training and development is a strategic human resource practice that has been 

identified to increase the competence of employees; however, it is also missing in many 

manufacturing companies in Rivers State because most offer irregular, ill-formed, or 

generic training programs that are not aligned to particular job requirements [10]. The 

employees therefore tend to lack the technical knowledge and practical expertise to use 

the current equipments, minimize errors in operations and to meet production quality. 

This is not only a matter of personal performance but also prevents organizational 

efficiency, innovation and sustainability. 

Although a lot of research has been conducted on training and development in 

general, the number of studies dedicated to job knowledge and job skills as the measures 

of training and development and their direct effect on employee work in manufacturing 

firms in Rivers State is low [11]. Such a lack of localized evidence leaves managers and 

policymakers uncertain about the level of investment in training to employee 

performance being measurable. Hence, the study aims at addressing this knowledge gap 

by examining the association between training and development, in its aspects of job 

knowledge and job skills, and employee performance in the manufacturing industry in 

Rivers State, Nigeria. 

Aim and Objectives of the Study 

The objective of this research work is to examine the effect of training and 

development on employee performance of manufacturing firms in Rivers State, Nigeria. 

Specifically, this research work sought to;  

i. Examine job knowledge and employee performance of manufacturing firms in 

Rivers State. 

ii. Investigate job skills and employee performance of manufacturing firms in 

Rivers State. 

iii. To examine the moderating effect of psychological empowerment on the 

relationship between training and development and employee performance of 

manufacturing firms in Rivers State. 

Research Questions 

i. What is the relationship between job knowledge and employee performance 

of manufacturing firms in Rivers State? 

ii. What is the relationship between job skills and employee performance of 

manufacturing firms in Rivers State? 

iii. To what extent does psychological empowerment moderate the relationship 

between training and development and employee performance of manufacturing firms in 

Rivers State? 

Research Hypotheses 

H01: There is no significant relationship between job knowledge and employee 

performance of manufacturing firms in Rivers State. 

H02: There is no significant relationship between job skills and employee performance 

of manufacturing firms in Rivers State. 

H03: Psychological empowerment does not significantly moderate the relationship 

between training and development and employee performance of manufacturing firms in 

Rivers State. 
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Conceptual Framework 

 

 
 

Training and Development 

In the human resource management domain, the training and development (T&D) 

phase holds a vital position. Studies in recent years have brought forth the fact that 

effective training and development activities such as on-the-job training programs, off-

the-job seminars, and job rotation help the employees in the acquisition of knowledge, 

instigate confidence in the employees, and align the employee and organizational goals 

to increase productivity and reduce employee turnover rates [12]. In the educational 

domain, training and development activities have portrayed considerable predictive 

value in the job satisfaction and loyalty levels of the employees by accounting for as high 

as 22% variance in job satisfaction scenarios. This has more validity with theories such as 

the Social Exchange Theory and Herzberg’s Two-Factor Theory [13]. In the backdrop of 

the increasing trends in the organizational environment such as the incorporation of 

automation and globalization, the major focus in the training and development phase is 

to provide digital literacy skills to the employees with the incorporation of skills such as 

critical thinking and cultural knowledge. 

Job Knowledge 

One of the main factors and intermediate in organizational psychology and human 

resource management is job knowledge as an individual awareness of the procedures, 

principles, and facts that are important to perform their job successfully [14]. Meta-

analytic data show that job knowledge assessments have a high level of criterion-related 

validity and are often among the strongest predictors of overall job performance in 

addition to cognitive ability [15]. Job knowledge completes or partly mediates the 

connection among general cognitive ability and job performance because greater 

cognitive ability makes knowledge of the job easier to learn and apply [16]. Recent changes 

are questioning the exaggerations of the primacy of cognitive ability, and job knowledge 

tests are presented as a sound alternative or supplement in the workforce selection process 

[17]. Job knowledge helps to provide proficiency and overall effectiveness to a task in 

performance management, but its influence may depend on the complexity of a job and 

the level of experience [18]. On the whole, job knowledge is a very important, empirically 

validated construct in the prediction and improvement of employee performance. 

Job Skills 

The recent literature on job skills has focused on a swift change due to the 

technological changes, specifically AI, automation, and the green transition. Employers 

believe that by 2030, 39 percent of core labor market skills will be outdated as they expect 

that increasing skills in technology and human-oriented skills are demanded [19]. The 

major new skills will be AI and big data, networks and cybersecurity, technological 

literacy, leadership, and social influence, and such cognitive skills as analytical thinking, 

creative thinking, resilience, flexibility, and agility will be basic [20]. The importance of 
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soft skills like emotional quotient capabilities, communications skills, collaborative 

behaviors, or critical thinking capabilities is becoming more prominent when it comes to 

negotiating AI-enabled working space agreements and ensuring greater employability 

[21]. The move towards skill-based hiring strategies and preference for job competence as 

opposed to education is another area that emphasizes AI & sustainability jobs as implied 

by Burning Glass Institute & OECD. In general, reskilling and lifelong learning will be 

important in order to overcome the skill gap and be ready to work in a dynamic labor 

market [22]. 

Employee Performance 

According to Maryadi et al., employees' performance is measured by how well they 

accomplish job-related goals by being proficient in their tasks, adaptable, and making 

meaningful contributions in their work setting. Modern understandings highlight its 

multi-faceted character, impacted by personal variables like drive and confidence, 

organisational components like management style and company ethos, and external 

determinants like working circumstances [23]. Authentic and transformational leaders 

improve employee engagement and satisfaction with their work-life balance, which in 

turn boosts performance [24]. Skills and productivity are enhanced through training and 

development, while agility and real-time improvement are promoted through continuous 

feedback systems, which replace traditional annual evaluations [25]. Workforce agility 

allows for adaptability in changing environments, and motivation influences correlations 

between aspects like salary and performance [26]. Digital leadership's importance in 

promoting self-efficacy and motivation is highlighted in recent models that incorporate 

HR data for predicting insights [27]. Emerging trends favour continuous, AI-supported 

approaches for sustainable high performance, as employee performance emerges from an 

interplay of intrinsic drivers, supportive structures, and adaptive practices. 

Psychological Empowerment 

Psychological empowerment is a motivating concept that shows up in people's 

internal task orientation and is made up of purpose, competence, self-determination, and 

influence [28]. It shows that people feel in charge of their job position. Meaning is the 

connection between one's work roles and personal values, competence is the belief that 

one can do their job well, self-determination is the freedom to start and control actions, 

and impact is the belief that one's efforts make a difference in the outcomes of the 

organization [29]. Employees that feel psychologically empowered are more likely to be 

motivated, put in more effort, be better able to handle obstacles, and do better at their jobs 

[30]. Studies in organisational contexts have shown that psychologically empowered 

individuals exhibit greater job satisfaction, organisational engagement, and proactive 

work behaviours [31]. Psychological empowerment also affects how human resources are 

used. For example, training and development are more likely to lead to better 

performance when employees feel empowered, because empowerment makes it easier to 

use the knowledge and skills they have learned [32]. In manufacturing and technical 

settings, empowerment allows employees to exercise discretion in resolving production 

issues, adapt to technological advancements, and make decisions that enhance efficiency 

and quality, thereby reinforcing the connection between training inputs and performance 

outputs [33]. Psychological empowerment serves as a contextual variable elucidating the 

disparate performance outcomes of analogous training programs among individuals and 

firms, as empowered employees are more likely to implement their acquired knowledge 

in alignment with organisational objectives [34]. 

Theoretical Framework 

This study is anchored on Human Capital Theory and the Resource-Based View 

(RBV) Theory. 

Human Capital Theory 

The Human Capital Theory views the knowledge, skills, experience, and health of the 

employees as a form of capital which results in economic value to both the employees and 
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the organizations. The theory was founded based on the work of Schultz and Becker and 

educates, on-the-job training and other developmental activities are as strategic 

investments that make people more productive and, subsequently, organizational 

performance higher [35]. In the case of manufacturing companies, the aspect of human 

capital can be seen in the technical knowledge of the employees, procedural knowledge, 

safety consciousness and skill to solve problems, which are all directly influenced by the 

intervention of the training and development. Nonetheless, this extent of transferred job 

knowledge and job skills into better performance depends on the psychological conditions 

of the employees. The psychological empowerment which is a cluster of meaning, 

competence, self-determination, and impact enhances the efficiency of human capital 

investments because it encourages the employees to take the initiative of implementing 

the acquired knowledge and skills into practice within the workplace [36]. Empirical and 

theoretical viewpoints stress the fact that training facilities improve the stock of human 

capital, through the creation of lasting knowledge and skills, as well as its flow, through 

the process of ongoing upskilling due to technological change [37]. With empowered 

employees, they tend to internalize a training content, make discretion and be able to 

apply their competencies, making them more efficient in operations, less defective and 

eliminate resistance to quality and safety requirements. In this manner, the Human 

Capital Theory with the addition of the psychological empowerment presents a 

microeconomic explanation as to why training and development should be considered as 

strategic investments and that their returns on staff performance are enhanced in high-

empowerment conditions. 

Resource-Based View (RBV) Theory 

Resource-Based View (RBV) states that the sustainable competitive advantage is 

based on certain firm-specific resources and capabilities which are valuable, rare, 

inimitable, and non-substitutable [38]. In that sense, human resources are not generic 

inputs or resources, but strategic ones because the joint competencies, the tacit knowledge 

and the firm-specific skills of employees are hard to imitate by the competitors. It is 

through training and development therefore that organizations can develop and maintain 

unique human capital capabilities as strategic processes. The moderating part of 

psychological empowerment is significant and facilitates the conversion of acquired skills 

and information into distinctive organizational habits and performance improving 

behaviours by employees. Employees tend to innovatively implement training, find 

applications to problem solving, and help in process improvement that builds 

organizational strengths as they begin to feel a sense of autonomy, competence, and 

meaningfulness in their jobs. RBV also identifies variability in the returns on the 

investment in training implying that firms enjoy better returns when training is 

incorporated within conducive environments that enable employees and make learning 

part of their daily work procedures [39]. Empowerment in the context of manufacturing 

industries boosts acquisition of firm specific skills including customised operations in 

machines and localised quality control practices, which are hard to replicate and play a 

role in long term performance benefits. The RBV makeovers the Human Capital Theory, 

therefore, because it focuses on the reality that strategic usefulness of training and 

development is optimized whereby, through psychological empowerment, the 

operationalization and internalization of the firm to the human capital is realized. 

Empirical Review 

Studying the relationship between job design and employee performance in 

manufacturing companies in Rivers State, Nigeria, Tantua and Nwimana (2020) surveyed 

192 principle officers from 32 different manufacturing enterprises in Port Harcourt, Rivers 

State. A significant positive relationship was established between job design elements, 

such as job knowledge acquisition through skill variety and task identity, and employee 

performance measures like creativity, as demonstrated by the Pearson Product Moment 

Correlation (r =.882**, p < 0.001). This led to the rejection of the null hypothesis. The results 



 170 
 

 
International Journal on Economics, Finance and Sustainable Development, 2026, 8(3), 164-179      https://journals.researchparks.org/index.php/IJEFSD 

highlight the correlation between increased cognitive capacity and decreased job 

unhappiness brought about by well-designed products, which in turn increases 

production in industrial settings.  

In his study titled "Managerial Skills Development and Organisational Profitability of 

Manufacturing Firms," Okwurume looked at the effects of training on employees' 

technical, human, and conceptual abilities in the manufacturing sector in Nigeria, 

specifically in the setting of Rivers State. Significant positive links (p < 0.05) were found 

when survey data was analysed via correlation, rejecting similar null hypotheses (e.g., no 

relationship between technical skills training and profitability/efficiency). This occurred 

when training programs improved employees' competencies, which in turn led to higher 

productivity and firm profitability. It is in line with training's function to fill up skill 

deficiencies in order to maintain performance in highly competitive industries. 

This study by Lakshmi and Hymavathi used a convenience sample of 307 healthcare 

workers who filled out surveys and were analysed with SPSS for correlations, regressions, 

and Hayes' PROCESS macro for mediation to determine the effect of training and 

development (T&D) programs on employee performance. Specifically, they hoped to 

determine whether empowerment mediated the relationship between T&D, 

psychological empowerment, and performance. The results demonstrated good direct 

effects that were statistically significant (T&D → empowerment β=0.539, p<0.001) and 

somewhat mediated (indirect effect=0.172, 95% CI [0.096, 0.252]), which accounted for 

24.5-29.1% of the total variation. They discovered that psychological empowerment plays 

a role in mediating the influence of training and development on performance, leading to 

better outcomes as a result of enhanced abilities and attitudes. They suggested that T&D 

be continued in order to empower individuals. 

 
2.    Materials and Methods 

The selected research philosophy and approach for this study were based on the cross-

sectional survey research design, as this facilitates data collection for respondents at a 

given time to investigate and determine the relationship between employees and their 

training and development and their corresponding performances. The target population 

for this study covered 1,248 employees drawn from some selected manufacturing 

companies operating within Rivers State, Nigeria. Through the help of Taro Yamane and 

by utilizing a formula for calculating a particular sampling size for this study, this data 

was established at 302. The simple random sampling method was adopted as an approach 

for this data collection as each individual had an approximate and comparative value and 

an equal event of being selected. The data collection method for this research is primary 

and was conducted by administering a well-structured and scientific questionnaire for 

respondents with a validation measure developed upon a seven- and five-point Likert 

Scale. Descriptive statistics were adopted for data analysis, as well as Spearman 

Correlation for testing the hypothesis with a significance score of 0.05. 

 

Table 1. Population Distribution Across Firms 

Firm No. of Respondents 

Berger Paints Nigeria Plc 21 

Demcok Paints Limited 21 

Hidoz Group Limited 21 

Hopeup Integrated Industries Nigeria Ltd 21 

First Aluminium Nigeria Plc 21 

Kabelmetal Nigeria Plc 21 

Energy Works Technology Ltd 21 

EIT Power Systems Limited 21 
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Firm No. of Respondents 

Proforce Limited 21 

Emmppek Autos Limited 21 

Brightway Glove Nigeria Ltd 20 

Sam & Sara Nigeria Ltd 20 

SC Industrial Gas Manufacturers Ltd 16 

Lucky Fibres Plc 14 

Regal Cosmetics Ltd 14 

Total 302 

 
 

3. Result  

Research on the relationship between training and development programs and the 

productivity of workers in Rivers State's manufacturing companies is detailed here, along 

with an analysis of the findings. Preliminary and secondary analyses were conducted on 

the collected data. At the 0.05 level of significance, the hypotheses were evaluated using 

Spearman's Rank Order Correlation Coefficient. 

Questionnaire Administration and Retrieval 

A total of 302 surveys were sent out to workers at chosen factories in Rivers State. A 

sufficient number of 289 (95.7%) questionnaires were returned with the proper answers, 

allowing for data analysis. 

Demographic Characteristics of Respondents 

 

Table 2. Gender Distribution 

Gender Frequency Percentage 

Male 174 60.2% 

Female 115 39.8% 

Total 289 100% 

 
Table 2: The distribution of the respondents by gender shows that the majority of the 

participants, i.e., males, accounted for the respondents who totaled to be 174 i.e., 60.2%. 

Contrary to males, the female population constituted a smaller portion of the population, 

i.e., 115, which accounted for 39.8%. This implies that the population was largely male-

oriented, which befit the scenario in the manufacturing companies' workforce, who 

mainly comprised males in key technical roles. However, the large representation of 

female participants implies that the population was quite inclusive in its outlook despite 

the dominance of the male population. 

 

Table 3. Educational Qualification 

Educational Qualification Frequency Percentage 

SSCE 48 16.6% 

ND/NCE 89 30.8% 

HND/B.Sc. 112 38.8% 

M.Sc. and above 40 13.8% 

Total 289 100% 

 
Table 3 herein below depicts the educational qualifications of the respondents. From 

the results, it can be observed that a larger percentage of the respondents, i.e., 38.8%, hold 
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HND/B.Sc. qualifications, which clearly implies a larger percentage of employees within 

these manufacturing concerns hold tertiary educational qualifications. Moreover, another 

larger percentage of 30.8% of the respondents hold educational diplomas in the form of 

ND/NCE. At the same time, 16.6% of the total number of respondents hold educational 

qualifications in the form of SSCE. Further, 13.8% of the total number of respondents hold 

M.Sc. and above, which clearly implies a substantial percentage of employees within these 

manufacturing concerns hold these educational qualifications. What this clearly implies 

is the workforce is highly educational, which is a good starting point in carrying out a 

training and development process. 

 

Descriptive Analysis of Study Variables 

 

Table 4. Job Knowledge 

Statement Items 
Strongly 

Disagree 
Disagree Neutral Agree 

Strongly 

Agree 
Mean Std. Dev. 

Training programmes improve 

my understanding of my job 

responsibilities. 

10 18 36 140 85 3.94 0.91 

I have adequate knowledge of 

the production processes used 

in my organization. 

12 22 44 128 83 3.86 0.96 

Training enhances my 

knowledge of safety and 

operational standards. 

8 20 34 146 81 3.95 0.88 

I understand how to operate the 

equipment assigned to me due 

to training received. 

14 26 40 132 77 3.80 0.99 

Training keeps me informed 

about changes in work 

procedures and policies. 

16 28 46 124 75 3.74 1.01 

 
The respondents’ perception on job knowledge as a dimension of training and 

development can be viewed in Table 4, where the mean values of all items are ranging 

from 3.74 to 3.95, and this reveals that employees are perceiving training programs to be 

significant contributors to a better understanding of job functions, manufacturing 

processes, safety regulations, how to use the equipment, etc., since the low values of 

standard deviation indicate a similarity of responses by most employees. The findings 

indicate a positive impact by training programs on job knowledge by the manufacturing 

companies’ employees. 

 

Table 5. Job Skills 

Statement Items 
Strongly 

Disagree 
Disagree Neutral Agree 

Strongly 

Agree 
Mean Std. Dev. 

Training improves my 

ability to perform my 

job tasks efficiently. 

9 19 35 142 84 3.94 0.90 

I have acquired 

practical skills needed 

to operate modern 

equipment. 

11 23 41 130 84 3.87 0.95 
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Statement Items 
Strongly 

Disagree 
Disagree Neutral Agree 

Strongly 

Agree 
Mean Std. Dev. 

Training has improved 

my problem-solving 

skills at work. 

14 26 48 121 80 3.79 0.99 

Skills acquired from 

training help me 

reduce work errors. 

10 20 39 139 81 3.92 0.91 

Training enables me to 

adapt quickly to new 

production methods. 

15 29 44 125 76 3.76 1.02 

 
Table 5: Respondents' perceptions about job skills acquired through training and 

development The mean values fall between 3.76 and 3.94, indicating the positive 

perception that training enhances efficiency in performing tasks, handling equipment, 

solving problems, reducing errors, and adapting to new methods of production. Standard 

deviations are small, which means there is little dispersion around the mean, implying 

similar perceptions among the respondents. The results thus suggest that training and 

development programmes have been effective in enhancing employees' job-specific 

practical and technical competencies. 

 

Table 6. Employee Performance 

Statement Items 
Strongly 

Disagree 
Disagree Neutral Agree 

Strongly 

Agree 
Mean Std. Dev. 

I consistently meet my 

assigned production 

targets. 

12 22 38 137 80 3.89 0.95 

My work output meets 

the quality standards of 

the organization. 

10 18 34 146 81 3.94 0.89 

I complete assigned tasks 

within the specified time. 
14 24 42 131 78 3.82 0.98 

I make minimal errors 

while performing my job 

duties. 

16 28 45 123 77 3.76 1.01 

I adapt effectively to 

changes in job demands 

and procedures. 

15 26 40 134 74 3.81 0.99 

 

Table 6 shows how respondents perceived their level of performance concerning their 

colleagues’ performance as employees in an organization. The mean for the five items 

ranges from 3.76 to 3.94. The mean values indicate respondents’ agreement with their 

ability to fulfill their targets, their performance in maintaining the desired level of quality 

in the products produced in the organizations they work in, their ability to complete their 

work within set deadlines, their ability to reduce errors in their work, and their ability to 

be flexible when handling tasks at their workplaces. The low values for the SD items 

validate this conclusion. The study concludes that there exists a moderately high level of 

performance by the employees in the manufacturing organizations they work in. 
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Table 7. Psychological Empowerment 

Statement Items 
Strongly 

Disagree 
Disagree Neutral Agree 

Strongly 

Agree 
Mean 

Std. 

Dev. 

I feel confident in 

my ability to 

perform my job 

effectively. 

8 18 36 144 83 3.95 0.89 

My job activities 

are meaningful 

and important to 

me. 

10 20 40 138 81 3.90 0.92 

I have the 

freedom to decide 

how to carry out 

my work tasks. 

14 26 44 131 74 3.78 1.01 

I can influence 

decisions that 

affect my work 

and job outcomes. 

16 28 48 124 73 3.73 1.03 

I feel empowered 

to apply my skills 

and knowledge to 

improve work 

processes. 

12 24 42 136 75 3.82 0.98 

 
The results in Table 7 indicate that employees generally feel psychologically 

empowered in their organizations. Most respondents agreed that they are confident in 

their abilities, find their work meaningful, and feel free to decide how to carry out their 

tasks. Employees also reported having some influence over work-related decisions and 

being empowered to apply their knowledge and skills to improve work processes. The 

mean scores, which are all above the average threshold, suggest a positive perception of 

empowerment among employees. Overall, the findings imply that psychological 

empowerment is present at a moderate to high level and is likely to support the effective 

use of training and skills in improving employee performance. 

 

Hypothesis Testing 

 

Table 8. Job Knowledge and Employee Performance 

Correlations 

 Job Knowledge 

Employee 

Performance 

Spearman's rho Job 

Knowledge 

Correlation 

Coefficient 

1.000 .721** 

Sig. (2-

tailed) 

. .000 

N 289 289 

Employee 

Performance 

Correlation 

Coefficient 

.721** 1.000 

Sig. (2-

tailed) 

.000 . 

N 289 289 
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**. Correlation is significant at the 0.05 level (2-tailed). 

 

Table 8 herein shows Spearman’s rho correlation between job knowledge and 

employee performance. The result shows a strong positive correlation between job 

knowledge and employee performance (ρ = 0.721, p < 0.05). This means that an increase 

in employees’ knowledge enhances their corresponding levels of performance. The low 

p-value of 0.000 signifies that the result is not due to any kind of chance. This shows that 

any training and development activities that enhance employees’ knowledge help to boost 

their performance levels. Thus, employees play a significant role by improving their 

knowledge as well as their overall performance for the effective running of their 

organizations. 

 

Table 9. Job Skills and Employee Performance 

Correlations 

 

Job 

Skills 

Employee 

Performance 

Spearman's rho Job Skills Correlation 

Coefficient 

1.000 .768** 

Sig. (2-tailed) . .000 

N 289 289 

Employee 

Performance 

Correlation 

Coefficient 

.768** 1.000 

Sig. (2-tailed) .000 . 

N 289 289 

**. Correlation is significant at the 0.05 level (2-tailed). 

 

Table 9: Spearman’s rho correlation between job skills and employee performance The 

result indicates a strong and positive correlation between job skills and employee 

performance, ρ = 0.768, p < 0.05. This implies that employees with higher levels of practical 

and technical skills tend to perform well in their jobs. The p-value (.000) is significant. 

Thus, the findings demonstrate that training and development programmes which 

enhance employees' job skills are a vital factor in improving employee performance in the 

studied manufacturing firms. 

 

Table 10. Psychological Empowerment moderates the Relationship between 

Training and Development and Employee Performance. 

 

Correlations 

Control Variables Training and 

Development 

Employee 

Performance 

-none-a 

Training and 

Development 

Correlation 1.000 .716** 

Significance 

(2-tailed) 

. .000 

Df 0 289 

Employee 

Performance 

Correlation .716** 1.000 

Significance 

(2-tailed) 

.006 . 

Df 288 0 

Psychological 

Empowerment 

Training and 

Development 

Correlation 1.000 .604** 

Significance 

(2-tailed) 

. .000 

Df 0 288 
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Correlations 

Control Variables Training and 

Development 

Employee 

Performance 

Employee 

Performance 

Correlation .604** 1.000 

Significance 

(2-tailed) 

.000 . 

Df 288 0 

a. Cells contain zero-order (Pearson) correlations. 

 
From Table 10, it is clear that there is a strong and positive relationship between 

training and development and employee performance. When psychological 

empowerment is not taken into account, there is a strong and statistically significant 

relationship between training and development and employee performance. However, 

once psychological empowerment is taken into account as a controlling variable, the 

strength of the relationship is reduced but remains significant. This implies that 

psychological empowerment plays an important role in moderating the relationship 

between training and development and employee performance. This implies that 

employees who are psychologically empowered are more likely to use the knowledge and 

skills acquired from training and development for better employee performance. 

 

4. Discussion 

Job Knowledge and Employee Performance 

The first result of the study indicated a significant relationship between job 

knowledge and employee performance of manufacturing firms in Rivers State, Nigeria. 

This finding necessitated the rejection of the null hypothesis (H01) which stated that there 

is no significant relationship between job knowledge and employee performance. The 

observed correlation was strong and positive, indicating that workers who have adequate 

knowledge of their role, production process, safety procedure, and operational standard 

tend to perform better in terms of productivity, quality of output, and efficiency in the 

execution of tasks. Empirically, the finding tallies with the study conducted by Tantua 

and Nwimana that the job knowledge acquisition from job design elements, including 

skill variety and task identity, and employee performance in manufacturing firms in 

Rivers State are significantly and positively related. From the results, the authors showed 

that enhanced job knowledge strengthened the employees' cognitive abilities, reduced job 

dissatisfaction, and spurred creativity and productivity. The present study reinforces this 

evidence by showing that formal training and development programs that enhance job 

knowledge also lead to improved employee performance in the manufacturing industry. 

Job Skills and Employee Performance 

The second discovery made by this inquiry also identified a significant association 

with job skills and employees’ performance activities of manufacturing organizations 

operating within Rivers State. Consequently, this discovery informed the dismissal of the 

null hypothesis labeled H02. The very significant and positive association revealed by this 

discovery established that employees with better-developed job skills are able to execute 

tasks better compared to others. The discovery is a clear indication of employees’ 

performances by manufacturing organizations operating within Nigeria, as revealed by 

Okwurume when he discovered significant and positive associations relating to job skills 

development and employees’ performance activities of manufacturing organizations 

operating within Nigeria. The discovery made by Okwurume revealed that job skill 

training could be very useful and subsequently employed as a factor to improve 

employees’ competency and subsequently profitability of organizations. By this 

discovery, it is also clear that job skill training could be useful in improving employees’ 

performance activities of manufacturing organizations, particularly when they are 

operating within a state characterized by a lot of competitions, such as River State. 
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The study's results disproved the null hypothesis (H03), which held that training and 

development had no effect on employee performance in manufacturing enterprises in 

Rivers State. Instead, they showed that psychological empowerment considerably 

moderated the connection. This finding suggests that the degree to which training and 

development initiatives empower workers psychologically has a significant impact on the 

efficacy of such initiatives in raising productivity in the workplace. The likelihood that 

employees will apply what they have learned in training to their jobs increases when they 

have a sense of purpose, competence, autonomy, and impact in their work. This finding 

lends credence to the empirical evidence gathered by Lakshmi and Hymavathi, who 

discovered that psychological empowerment played a substantial role in shaping the 

correlation between TDI and productivity in the workplace. Training boosts 

empowerment, which boosts skills and attitudes at work, which in turn boosts 

performance, according to their findings. This study builds on previous research that 

found empowerment to be a mediating variable in healthcare settings by showing how 

psychological empowerment acts as a moderator in the manufacturing setting of Rivers 

State. 

 

5.   Conclusion 

This paper has explored the association between training and development and the 

employee performance of the manufacturing companies in Rivers State, Nigeria with the 

specific usage of job knowledge and job skills as the training and development 

dimensions. The findings offer empirical data to the fact that training and development 

practice is an effective improvement of performance of employees in the manufacturing 

sector. In particular, job knowledge was observed to have a positive and significant 

correlation with the employee performance, which means that employees with adequate 

knowledge of job descriptions, production processes and safety measures are more 

efficient, commit a lower number of errors and give high quality outputs. On the same 

note job skills, it was revealed that job skills have a significant influence on worker 

performance as their ability to show more efficiency, adjustability to new production 

techniques and their capacity to handle job related problems positively reflected their job 

skills. Notably, the research has found the relationship between training and development 

on one hand and employee performance on the other hand is moderated by psychological 

empowerment. When employees are empowered by work that has a meaning and is well 

structured like autonomy, competence and impact, employees tend to make better use of 

knowledge and skills acquired during training, thus enhancing the training and 

performance effect. This stresses the importance of the fact that training programs are not 

enough, and the usefulness of training is up to maximum in case when psychologically 

empowered employees are able to take initiative, to make choices and have impact in the 

working context. Summing up, the research finds that training and development along 

with psychological empowerment are the key strategic resources that can be used to 

increase employee performance. The well-organized training programs will help 

manufacturing firms in Rivers State not only to increase the workforce competence and 

working efficiency, but also improve the overall organizational performance, as well as 

create the empowering work environment. This type of integrated practices is crucial to 

maintaining competitiveness, enhancing productivity and also long-term expansion of 

manufacturing organizations based in the area. 

In light of the study's findings and the particular outcomes, the following suggestions 

are put forth: 

The manufacturing firms operating in Rivers State should provide regular, structured, 

and job-specific training to their employees for improving their job knowledge. The 

regular training for improving job knowledge will include production process details, 

usage of machinery during production, safety standards during production activities, etc., 

to ensure that employees are well aware of their respective roles. The management should 
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ensure that the provided training to the employees is relevant to meeting their needs on a 

day-to-day basis, which will improve their performance. 

Manufacturing companies in Rivers State should focus on hands-on training 

programs to promote the development and training of key practical technical and 

operational staff’s skills through on-the-job training, workshops, and mentorship 

programs, to ensure machine handling competence and adaptability to new ways of 

operation. The development and training of staff would increase and improve employee 

performance and productivity through continuous development and training programs 

to ensure maximum employee efficacy and minimization of errors in operations. 

Manufacturing companies in Rivers State embark on programs that not only train 

employees but also ensure the psychological empowerment of employees. This can be 

achieved by giving employees more autonomy at work, allowing them to participate in 

decision-making, recognizing their efforts, and providing them with opportunities to 

impact the outcomes of their work. By doing this, companies can ensure that employees 

are able to apply what they have learned, thereby improving their performance. 

 
 

References 

[1] R. Al Karim, “Impact of different training and development programs on employee performance in Bangladesh 

perspective,” International Journal of Entrepreneurial Research, vol. 2, no. 1, pp. 8–14, 2019. 

[2] S. L. Albrecht, A. B. Bakker, J. A. Gruman, W. H. Macey, and A. M. Saks, “Employee engagement, human resource 

management and organizational outcomes: A longitudinal study,” Journal of Organizational Behavior, vol. 39, no. 5, pp. 

597–615, 2018. 

[3] M. Alenezi et al., “Critical thinking: Creating job-proof skills for the future of work,” Journal of Intelligence, vol. 11, 

no. 10, Art. no. 198, 2023. 

[4] N. Ali, S. F. Rasool, and M. Wang, “Psychological empowerment and employee creativity: The role of organizational 

support and intrinsic motivation,” European Journal of Training and Development, vol. 45, nos. 7/8, pp. 787–804, 2021. 

[5] M. Armstrong and S. Taylor, Armstrong’s Handbook of Human Resource Management Practice, 16th ed. London, U.K.: 

Kogan Page, 2023. 

[6] L. O. Ayanponle, O. A. Elufioye, O. F. Asuzu, N. L. Ndubuisi, K. F. Awonuga, and R. E. Daraojimba, “The future of 

work and human resources: A review of emerging trends and HR’s evolving role,” International Journal of Science and 

Research Archive, vol. 11, no. 2, pp. 113–124, 2024. 

[7] J. Barney, “Firm resources and sustained competitive advantage,” Journal of Management, vol. 17, no. 1, pp. 99–120, 

1991. 

[8] G. S. Becker, Human Capital: A Theoretical and Empirical Analysis, with Special Reference to Education. Chicago, IL, USA: 

University of Chicago Press, 1964. 

[9] Burning Glass Institute, Decision Skills in the Workforce, 2025. [Online]. Available: 

https://www.burningglassinstitute.org/research/fufiv8knuol72e2elhh2ixf0wek9z4 

[10] A. S. DeNisi and K. R. Murphy, “Performance appraisal and performance management: 100 years of progress?” 

Journal of Applied Psychology, vol. 102, no. 3, pp. 421–433, 2017. 

[11] G. Dessler, Human Resource Management, 16th ed. Pearson Education, 2020. 

[12] A. Elnaga and A. Imran, “The effect of training on employee performance,” European Journal of Business and 

Management, vol. 5, no. 4, pp. 137–147, 2013. 

[13] E. T. Ezeanolue and N. E. Ezinwa, “Human capital development and organizational productivity in selected 

manufacturing firms South-East,” Anspoly Journal of Innovative Development (AJID), vol. 1, no. 2, pp. 100–120, 2022. 

[14] H. O. Falola, A. O. Osibanjo, and I. S. Ojo, “Effectiveness of training and development on employees’ performance 

and organisational competitiveness in the Nigerian banking industry,” Bulletin of the Transilvania University of Braşov, 

vol. 7, no. 1, pp. 161–170, 2014. 

[15] K. Jehanzeb and N. A. Bashir, “Training and development program and its benefits to employee and organization: 

A conceptual study,” European Journal of Business and Management, vol. 11, no. 2, pp. 44–51, 2019. 

[16] G. L. Kpurunee, K. I. Amadi, and I. Zeb-Obipi, “Employee productivity in Nigeria: Challenges and prospects,” 

Research Journal of Management Practice, vol. 4, no. 10, pp. 49–64, 2024. 

https://www.burningglassinstitute.org/research/fufiv8knuol72e2elhh2ixf0wek9z4


 179 
 

 
International Journal on Economics, Finance and Sustainable Development, 2026, 8(3), 164-179      https://journals.researchparks.org/index.php/IJEFSD 

[17] M. Lee and J. Koh, “Psychological empowerment and work outcomes: The moderating role of organizational 

climate,” Journal of Leadership & Organizational Studies, vol. 26, no. 1, pp. 56–69, 2019. 

[18] J. F. Maley, M. Dabic, and M. Moeller, “Employee performance management: Charting the field from 1998 to 2018,” 

International Journal of Manpower, vol. 42, no. 1, pp. 131–149, 2021. 

[19] M. P. Mampuru, B. A. Mokoena, and A. K. Isabirye, “Training and development impact on job satisfaction, loyalty 

and retention among academics,” SA Journal of Human Resource Management, vol. 22, Art. no. a2420, 2024. 

[20] N. S. Mohd Said, F. A. Mansor, and S. R. Omar Ali, “The impact of training and development on organizational 

performance,” International Journal of Research and Innovation in Social Science, vol. 9, no. 3, pp. 3859–3865, 2025. 

[21] National Bureau of Statistics, Nigerian Manufacturing Sector Performance Report. Abuja, Nigeria: National Bureau of 

Statistics, 2023. 

[22] R. A. Noe, J. R. Hollenbeck, B. Gerhart, and P. M. Wright, Fundamentals of Human Resource Management, 9th ed. New 

York, NY, USA: McGraw-Hill Education, 2021. 

[23] E. Ocen, K. Francis, and G. Angundaru, “The role of training in building employee commitment: The mediating 

effect of job satisfaction,” European Journal of Training and Development, vol. 41, no. 9, pp. 742–757, 2017. 

[24] OECD, OECD Skills Outlook 2025. Paris, France: OECD Publishing, 2025, doi: 10.1787/ac37c7d4-en. 

[25] M. E. Ogbari, M. A. Olokundun, E. Peter, and T. A. Odetayo, “Training and development as a predictor of employee 

performance in manufacturing firms,” International Journal of Human Resource Studies, vol. 12, no. 3, pp. 98–113, 2022. 

[26] P. Ogunyomi and N. S. Bruning, “Human resource management and organizational performance in Nigerian 

manufacturing firms,” Journal of Management Development, vol. 38, no. 2, pp. 103–115, 2019. 

[27] C. P. Okwurume, “Managerial skills development and organizational profitability of multinational companies in 

Rivers State,” International Academy Journal of Management, Marketing and Entrepreneurial Studies, vol. 10, no. 1, pp. 16–

32, 2023. 

[28] M. A. Peteraf, “The cornerstones of competitive advantage: A resource-based view,” Strategic Management Journal, 

vol. 14, no. 3, pp. 179–191, 1993. 

[29] P. R. Sackett, C. Zhang, C. M. Berry, and F. Lievens, “Revisiting meta-analytic estimates of validity in personnel 

selection: Addressing systematic overcorrection for restriction of range,” Journal of Applied Psychology, 2022. 

[30] F. L. Schmidt, J. E. Hunter, and A. N. Outerbridge, “Impact of job experience and ability on job knowledge, work 

sample performance, and supervisory ratings of job performance,” Journal of Applied Psychology, vol. 71, no. 3, pp. 432–

439, 1986. 

[31] T. W. Schultz, “Investment in human capital,” American Economic Review, vol. 51, no. 1, pp. 1–17, 1961. 

[32] S. E. Seibert, G. Wang, and S. H. Courtright, “Antecedents and consequences of psychological and team 

empowerment in organizations: A meta-analytic review,” Journal of Applied Psychology, vol. 96, no. 5, pp. 981–1003, 2011. 

[33] K. Sendawula, S. N. L. Kimuli, J. Bananuka, and G. N. Muganga, “Training, employee engagement and employee 

performance: Evidence from Uganda’s health sector,” Cogent Business & Management, vol. 5, no. 1, pp. 1–12, 2018. 

[34] G. M. Spreitzer, “Psychological empowerment in the workplace: Dimensions, measurement, and validation,” 

Academy of Management Journal, vol. 38, no. 5, pp. 1442–1465, 1995. 

[35] S. F. Taiwo, O. A. Peter, T. A. Hassan, and A. O. Okusanya, “Training and development practices and employees’ 

performance in selected manufacturing companies in Nigeria,” International Journal of Engineering and Management 

Research, vol. 11, no. 2, pp. 136–142, 2021. 

[36] H. Tantua and A. Nwimana, “Job design and employee performance of manufacturing companies in Rivers State, 

Nigeria,” International Journal of Business and Economics, vol. 8, no. 1, pp. 52–66, 2020. 

[37] B. Wernerfelt, “A resource-based view of the firm,” Strategic Management Journal, vol. 5, no. 2, pp. 171–180, 1984. 

[38] World Economic Forum, The Future of Jobs Report 2025. Geneva, Switzerland: World Economic Forum, 2025. 

[Online]. Available: https://www.weforum.org/publications/the-future-of-jobs-report-2025 

[39] P. M. Wright, B. B. Dunford, and S. A. Snell, “Human resources and the resource-based view of the firm,” Journal 

of Management, vol. 27, no. 6, pp. 701–721, 2001. 

 

 

https://www.weforum.org/publications/the-future-of-jobs-report-2025

