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Abstract

This study examines training, career development, and employees’ performance in the Enugu
State Civil Service, Nigeria, with emphasis on how human resource development practices
shape productivity, work engagement, and service delivery outcomes. This study is anchored
on Empowerment Theory, which provides a robust explanatory lens for understanding how
training and career development influence employee performance in public sector
organizations. The study adopted a descriptive survey research design, and data were collected
from 132 civil servants across six selected ministries using structured questionnaires and semi-
structured interviews. Quantitative data were analyzed using descriptive statistics (percentages
and mean scores) and chi-square (y?) tests, while qualitative data were examined using thematic
content analysis. Findings reveal that training programmes have a significant effect on
employees’ productivity and efficiency in the civil service. In particular, practical, ICT-based,
on-the-job, and workshop-oriented training were found to enhance job performance and
improve service delivery capacity across ministries (y*, p < 0.05). Secondly, career
development initiatives and succession planning were also found to significantly influence
employees’ performance by strengthening motivation, improving work engagement, and
enhancing commitment to organizational goals ()2, p < 0.05). The study concludes that training
and career development are critical determinants of employee performance in the Enugu State
Civil Service, but their effectiveness depends on how well they are integrated with performance
management systems and organizational structures. It is recommended that continuous training
be institutionalized, career development be systematically linked with succession planning,
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1. Introduction

Training and career development have become central to enhancing employee performance in
public sector organizations, where the effectiveness of the workforce directly influences
governance outcomes and service delivery quality. In contemporary administrative systems,
employee performance—reflected in productivity, efficiency, responsiveness, and service
delivery—depends largely on the extent to which employees are equipped with relevant skills
and provided with opportunities for professional growth. Training programmes enable
employees to acquire the technical and administrative competencies required for effective job
performance, while career development initiatives provide structured pathways for
advancement, motivation, and long-term commitment within the organization. Together, these
elements play a critical role in shaping employee attitudes, improving work outcomes, and

strengthening institutional effectiveness.

At the global level, the importance of training and career development is reflected in the United
Nations Sustainable Development Goals (SDGs), particularly SDG 4 (Quality Education),
SDG 8 (Decent Work and Economic Growth), and SDG 16 (Peace, Justice, and Strong
Institutions). SDG 4 emphasizes inclusive and equitable quality education and promotes
lifelong learning opportunities for all. Within the public sector, this extends to continuous
professional development, workplace training, and capacity-building initiatives that equip
employees with the skills required to adapt to changing administrative and technological
demands (UNDP, 2021). This highlights the central role of training in building a competent

and responsive workforce.

Similarly, SDG 8 focuses on productive employment and decent work, emphasizing the need
for environments that support employee motivation, engagement, and career progression. This
goal reinforces the importance of structured career development frameworks, fair promotion
systems, and opportunities for professional growth in enhancing employee commitment and
aligning individual aspirations with organizational objectives (ILO, 2020). By linking skill
development with performance outcomes, SDG 8 underscores how career advancement
opportunities contribute to improved productivity and efficiency within public organizations.
In addition, SDG 16 highlights the need for effective, accountable, and transparent institutions.
While this goal broadly addresses governance, it also underscores the importance of
organizational systems that support employee performance, including mechanisms for

evaluation, feedback, and accountability. Such systems, though supportive rather than primary
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in this study, help ensure that the benefits of training and career development are translated
into measurable performance outcomes. These global frameworks collectively underscore the
need for sustained investment in training and structured career progression as key drivers of
employee performance (UNDP, 2021; ILO, 2020). Similarly, the World Bank’s Human Capital
Project highlights the role of skill acquisition and professional development in improving
productivity and governance outcomes (World Bank, 2021), while the OECD (2020) advocates
competency-based training and career mobility frameworks as essential features of effective

public sector institutions.

Notwithstanding this global alignment, academic discourse reveals important complexities in
the relationship between HRD and employee performance. Scholars such as Becker (1993) and
Salas et al. (2012) argue that investments in training and skill development positively influence
employee productivity and efficiency. However, other perspectives introduce critical
conditions that shape this relationship. Guest (2017) contends that HRD initiatives do not
automatically translate into improved performance without supportive organizational culture,
leadership, and effective performance management systems. Similarly, Baldwin and Ford
(1988) identify the challenge of training transfer, noting that acquired knowledge and skills are
not always effectively applied in the workplace due to environmental and institutional
constraints. Noe (2020) underscores the need for continuous learning and adaptability, while
Pynes (2013) highlights bureaucratic rigidities in public organizations as factors that can
weaken the link between HRD and performance outcomes. These viewpoints suggest that while
HRD enhances employee capabilities, its impact on actual job performance is contingent upon

enabling organizational conditions.

Within the public sector, workforce capability remains a decisive factor in determining the
effectiveness of governance and the quality-of-service delivery. Civil servants occupy a central
position in policy formulation and implementation, and as such, the performance of
government institutions is largely contingent upon their competence, efficiency, and
responsiveness. Contemporary public administration literature increasingly recognizes
structured staff development—particularly training and career progression—as critical levers
for improving accountability, operational efficiency, and service outcomes (Pollitt &
Bouckaert, 2017; Berman et al., 2019). However, evidence from developing countries suggests
that the anticipated gains from these initiatives are often undermined by structural and

institutional limitations, including inadequate funding, weak administrative systems, and
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poorly designed capacity-building programmes (Otoo, Assuming, & Agyei, 2018; World Bank,
2021).

In Nigeria, the Federal Civil Service functions as the core administrative machinery responsible
for policy coordination and national development planning. In line with global reform trends,
successive governments have introduced a range of workforce development initiatives aimed
at strengthening employee competence and improving performance outcomes. These include
formal training programmes, career advancement structures, and institutionalized capacity-
building efforts through agencies such as the Administrative Staff College of Nigeria (ASCON)
and the Public Service Institute of Nigeria (PSIN). The National Development Plan (2021-
2025) further reinforces this direction by positioning human capital development as a
fundamental driver of productivity and public sector efficiency. While these reforms reflect a

strong policy commitment, their practical outcomes remain uneven.

Scholarly assessments of Nigeria’s public service reforms point to a persistent disconnect
between policy design and actual performance outcomes. Olaopa (2018) argues that although
workforce development policies are conceptually robust, their implementation is frequently
inconsistent and lacks strategic continuity. Similarly, Adegoroye (2015) contends that systemic
issues—such as insufficient funding, weak monitoring and evaluation frameworks, and limited
alignment between training content and job requirements—have significantly reduced the
impact of these initiatives. These critiques suggest that the mere existence of training and
development programmes does not automatically translate into improved employee
performance; rather, outcomes depend on the relevance, consistency, and institutional support

surrounding their implementation.

At the state level, these challenges are further accentuated by contextual constraints. The Enugu
State civil service, like many subnational administrative systems, operates within the broader
national policy framework but faces additional limitations related to resource availability and
institutional capacity. Between 2020 and 2025, the state government introduced several
initiatives aimed at strengthening employee capability, including staff training and retraining
programmes, digitalization of administrative processes, and efforts to improve organizational
practices. These interventions were intended to enhance productivity, efficiency, and service
delivery across ministries. Nonetheless, available evidence indicates that their effectiveness

has been constrained by factors such as limited access to training opportunities, inadequate

http://xisdxjxsu.asia VOLUME 22 ISSUE 03 MARCH 2026 234-263



http://xisdxjxsu.asia/

Journal of Xi’an Shiyou University, Natural Science Edition ISSN: 1673-064X

funding, weak evaluation mechanisms, and insufficient linkage between skill acquisition and

performance outcomes.

More broadly, the literature reveals a continuing debate regarding the extent to which
workforce development initiatives translate into measurable performance improvements.
While there is broad consensus that such interventions enhance employee knowledge and skills,
there is less agreement on whether these gains are consistently reflected in improved
productivity and service delivery. In many developing contexts, programmes tend to be
implemented in a fragmented manner, lacking the strategic integration and performance
orientation required to produce sustained results. This raises critical questions about the
conditions under which training and career development initiatives can effectively influence

employee performance.

It is within this context that the present study is situated. Drawing on global perspectives,
national reforms, and state-level experiences, the study examines the relationship between
training, career development, and employee performance in the Enugu State civil service.
Specifically, it investigates how training programmes influence productivity and efficiency,
and how career development initiatives shape work engagement and commitment. By doing
so, the study seeks to contribute empirical evidence to ongoing debates and provide a more
nuanced understanding of how workforce development strategies can be effectively leveraged

to improve performance and service delivery in the public sector.
Statement of the Problem

Training and career development have become central components of Human Resource
Development (HRD) strategies aimed at improving employee performance in modern public
administration systems. Globally, development agendas such as the Sustainable Development
Goals (SDGs), particularly Goals 4, 8, and 16, emphasize the importance of quality education
and skills acquisition, decent work and productivity, and the development of strong,
accountable institutions (UNDP, 2024; OECD, 2023). These goals collectively underscore the
need for continuous investment in workforce training and structured career development
systems as essential tools for improving institutional performance and service delivery in the
public sector. In Nigeria, successive public service reforms have emphasized HRD as a
mechanism for improving efficiency, productivity, and accountability within the civil service.

In Enugu State, the civil service plays a critical role in translating government policies into
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actionable programmes across sectors. In response to administrative and governance demands,
the state government has introduced various HRD initiatives, including staff training and
retraining programmes, ICT-based capacity development, and structured career development
and succession planning frameworks. These interventions are designed to improve employees’
skills, enhance job performance, and strengthen service delivery outcomes. Despite these
efforts, it remains necessary to assess the extent to which training and career development

initiatives have actually translated into improved employee performance in the civil service.

However, there is no clear consensus in existing literature regarding the effectiveness of
training and career development in driving employee performance. While some scholars argue
that training and development significantly improve productivity, efficiency, and
organizational effectiveness (Salas et al., 2012; Becker, 1993), others maintain that such
outcomes depend on the quality of implementation and institutional support systems. Guest
(2017) and Baldwin and Ford (1988) emphasize that training only yields optimal results when
it is aligned with career progression structures and reinforced by effective organizational
systems. In developing contexts such as Nigeria, challenges such as inadequate funding,
irregular training programmes, weak succession planning frameworks, and poor integration
between training and career advancement continue to limit HRD effectiveness (Olaopa, 2018;

Otoo, Assuming & Agyei, 2018).

Within the Enugu State civil service, there is growing concern that despite the implementation
of training and career development programmes, improvements in employee performance have
not been fully realized across ministries. In some cases, employees may undergo training
without corresponding improvements in productivity, motivation, or engagement, raising
questions about the effectiveness of linking training with career progression. Similarly,
succession planning mechanisms may not be sufficiently structured to ensure leadership

continuity and sustained employee commitment.

This gap highlights a practical and empirical problem regarding the effectiveness of training
and career development as determinants of employee performance in the Enugu State civil
service. Therefore, this study investigates the relationship between training, career
development, and employees’ performance in the Enugu State Civil Service, Nigeria, with
specific focus on: the extent to which training programmes influence employees’ productivity
and efficiency; how career development and succession planning affect work engagement and

commitment; and how the integration of training and career development contributes to overall
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performance outcomes in the civil service. The study seeks to generate empirical evidence that
will clarify these relationships and guide policy improvements in human resource development

practices within the Enugu State civil service.
2.Literature Review
Training, Career Development, and Employee Performance

Scholarly discourse on the relationship between training, career development, and employee
performance is largely anchored on the assumption that employee capabilities are central to
organizational effectiveness, particularly in public sector settings. A dominant position in the
literature is that training enhances employees’ knowledge, skills, and technical competence,
which in turn improves productivity and service delivery. Becker (1993), through Human
Capital Theory, provides a foundational argument that investments in employee development
yield measurable returns in performance, productivity, and efficiency. In a similar direction,
Salas et al. (2012) maintain that structured training programmes significantly improve task
performance by equipping employees with job-specific competencies and improving their

ability to adapt to workplace demands.

Building on this, scholars such as Swanson and Holton (2009) and Noe (2020) broaden the
argument by emphasizing that training should not be viewed as a standalone intervention but
as part of a continuous learning process that strengthens organizational capacity over time.
From this perspective, employee performance is not only a function of initial skill acquisition
but also of ongoing exposure to learning opportunities that reinforce competence and
adaptability. This position is particularly relevant to public sector organizations, where

evolving administrative systems and technological reforms require continuous skill upgrading.

In contrast, a second stream of scholarship introduces a more conditional interpretation of the
training—performance relationship. Baldwin and Ford (1988) argue that the effectiveness of
training is largely dependent on “training transfer,” meaning that skills acquired during training
must be effectively applied in the workplace for performance improvement to occur. They
caution that without supportive work environments, supervision, and reinforcement
mechanisms, training outcomes may not translate into observable performance gains.

Similarly, Guest (2017) contends that employee development initiatives yield optimal results
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only when supported by strong organizational culture, effective leadership, and coherent

management systems.

A related but more critical perspective is provided by Pynes (2013), who highlights the
structural limitations of public sector organizations. According to this view, bureaucratic
rigidity, hierarchical constraints, and weak incentive structures often reduce the effectiveness
of training and development initiatives. Even when employees acquire relevant skills,
institutional bottlenecks may prevent full application, thereby weakening the expected link
between training and performance. This position introduces an important caution: training

alone is insufficient unless accompanied by systemic reforms.

Despite these differences, there is a clear area of convergence among scholars. Most agree that
training has a positive potential impact on employee performance, even if the strength of that
relationship varies depending on contextual factors. Similarly, there is broad consensus that
career development plays a critical motivational role in shaping employee behavior. Garavan,
Carbery, and Rock (2012) emphasize that career development aligns individual aspirations
with organizational goals, thereby increasing engagement and commitment. This view is
supported by career motivation theories, which argue that employees are more likely to perform

effectively when they perceive clear opportunities for advancement and professional growth.

However, divergence emerges regarding the extent to which career development directly
influences performance outcomes. Some scholars view it as a direct performance driver,
arguing that promotion prospects and structured career pathways enhance effort and
productivity. Others, however, see it as an indirect factor that influences performance through
mediating variables such as motivation, job satisfaction, and organizational commitment. This
distinction is important because it suggests that career development may not immediately
improve performance but strengthens the psychological and motivational conditions under

which performance improves.

A further point of convergence across the literature is the recognition that training and career
development are interdependent. While training enhances immediate job competence, career
development sustains long-term engagement and ensures the continued utilization of acquired
skills. Swanson and Holton (2009) and Noe (2020) both imply that when training is

disconnected from career progression structures, its impact on performance is reduced.
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Conversely, when employees perceive training as linked to promotion and advancement, they

are more likely to be motivated and committed to applying acquired skills effectively.

In the context of public sector organizations, these scholarly positions take on added
significance. Empirical studies in developing countries, including Nigeria, indicate that
although training and career development initiatives exist, their effectiveness is often
moderated by institutional constraints such as inadequate funding, weak implementation, and
lack of integration with performance systems (Olaopa, 2018; Chukwuma & Eze, 2021). This
reinforces the argument that while theoretical models strongly support a positive relationship
between training, career development, and employee performance, real-world outcomes are

highly dependent on administrative context.

In summary, scholarly positions converge on the view that training and career development are
essential for improving employee performance, but they diverge on the conditions under which
this relationship is realized. The dominant consensus is that training enhances technical
competence and career development strengthens motivation, but their effectiveness is shaped
by organizational support systems, leadership quality, and institutional structures. The
intersection of these perspectives provides a balanced understanding of how employee

performance can be improved in public sector settings such as the Enugu State civil service.

Theoretical Framework

The present study is anchored on Empowerment Theory, which provides a robust explanatory
lens for understanding how training and career development influence employee performance
in public sector organizations. Empowerment Theory, as developed in organizational
psychology and management literature (Conger & Kanungo, 1988; Spreitzer, 1995), posits that
employees perform better when they are given the authority, competence, motivation, and
autonomy to make decisions and execute their responsibilities effectively. It emphasizes that
performance improvement is not only a function of skill acquisition but also of psychological
empowerment, which includes meaning, competence, self-determination, and impact in the

workplace.

Within the context of this study, Empowerment Theory is particularly relevant because training
and career development are conceptualized not merely as technical capacity-building tools but

as mechanisms that enhance employees’ sense of control, confidence, and participation in
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organizational processes. Training equips employees with the necessary competencies to
perform their roles effectively, while career development provides a structured pathway for
growth, recognition, and progression. Together, they foster a work environment in which
employees feel valued, capable, and motivated to contribute meaningfully to organizational

goals.

In public sector organizations such as the Enugu State civil service, Empowerment Theory
offers a deeper explanation of employee performance beyond traditional skill-based models.
Civil servants often operate within hierarchical and bureaucratic structures that may limit
autonomy and decision-making flexibility. In such settings, training and career development
initiatives serve as empowerment instruments that reduce dependency, improve confidence,
and enhance employees’ ability to handle administrative responsibilities independently. This
is particularly important in improving productivity, service delivery efficiency, and

responsiveness to public needs.

A key strength of Empowerment Theory is its focus on the psychological state of employees.
Spreitzer (1995) identifies four core dimensions of psychological empowerment: meaning (the
value of work), competence (belief in capability), self-determination (autonomy in decision-
making), and impact (influence over outcomes). Training directly strengthens competence by
equipping employees with job-related skills, while career development enhances meaning and
impact by showing employees that their efforts are linked to organizational growth and
advancement. When employees perceive that they have opportunities for progression and skill

utilization, they are more likely to demonstrate higher engagement and performance.

Empowerment Theory also argues that organizational structures and leadership practices
significantly determine the extent to which empowerment translates into performance
outcomes. Conger and Kanungo (1988) emphasize that empowerment is not merely the
delegation of tasks but the creation of conditions that enable employees to feel effective in their
roles. In this regard, career development systems such as promotion structures, mentorship
programmes, and succession planning play a critical role in reinforcing empowerment by
signaling fairness, growth potential, and organizational support. Similarly, training

programmes reinforce empowerment by reducing skill deficiencies and increasing job mastery.

However, Empowerment Theory also acknowledges that empowerment is not automatic; it can

be constrained by organizational barriers such as rigid hierarchies, poor leadership, limited
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resources, and weak institutional support systems. In the context of developing public sector
institutions, including the Enugu State civil service, these constraints are particularly relevant.
Even when training and career development programmes exist, their effectiveness may be
reduced if employees lack autonomy, if promotion systems are opaque, or if institutional
culture does not support participation and innovation. This helps explain why improvements in

employee performance are sometimes inconsistent despite the presence of HRD initiatives.

Empirical literature supports the relevance of Empowerment Theory in explaining employee
performance outcomes. Studies in public administration and human resource management have
shown that employees who experience higher levels of empowerment demonstrate greater job
satisfaction, commitment, innovation, and productivity (Spreitzer, 1995; Thomas & Velthouse,
1990). In the Nigerian public sector context, research by Olaopa (2018) and Chukwuma and
Eze (2021) indicates that training and career development initiatives improve employee
effectiveness when they are linked to participatory decision-making and supportive

organizational environments.

Applying this theory to the present study, it is argued that training and career development
initiatives in the Enugu State civil service between 2020 and 2025 function as empowerment
mechanisms that influence employee performance. Training enhances technical competence
and reduces job uncertainty, while career development strengthens motivation, commitment,
and perceived organizational support. Together, they create empowered employees who are

more capable of delivering efficient and effective public services.

Tenets of Empowerment Theory

The core assumptions of Empowerment Theory, as derived from Conger and Kanungo (1988)

and Spreitzer (1995), provide a framework for understanding how training and career
development influence employee performance:

3. Psychological Empowerment Drives Performance: Employees perform better when

they feel competent, valued, and capable of influencing outcomes in their organization.

4. Competence is a Central Outcome of Training Training enhances employees’ belief

in their ability to perform tasks effectively, thereby improving job performance and

confidence.
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5. Career Development Enhances Meaning and Motivation: Clear career pathways
and promotion opportunities increase employees’ sense of purpose and commitment to
organizational goals.

6. Autonomy Enhances Productivity: Employees perform better when they are given
discretion and responsibility in executing tasks rather than being strictly controlled.

7. Impact Increases Engagement: When employees perceive that their contributions
influence organizational outcomes, they are more engaged and productive.

8. Empowerment is Structurally Determined: Leadership style, organizational culture,
and institutional systems determine the extent to which employees experience
empowerment.

9. Empowerment is Continuous, Not Static: It is strengthened over time through

sustained training, development opportunities, and participatory management practices.

Application of Theory

Empowerment Theory provides a comprehensive explanatory framework for understanding
how training and career development influence employee performance in the Enugu State civil
service. At its core, the theory shifts attention from viewing employee performance purely as
a function of technical skill acquisition to a broader understanding that emphasizes
psychological readiness, perceived autonomy, and organizational support systems. In this
sense, training and career development are not merely administrative tools but strategic
empowerment mechanisms that shape how employees perceive their roles, responsibilities, and

contributions within the public service structure.

In the context of this study, training programmes implemented within the Enugu State civil
service between 2020 and 2025 can be understood as primary instruments of competence-based
empowerment. Through on-the-job training, ICT capacity building, workshops, seminars, and
orientation programmes, employees acquire not only technical knowledge but also increased
confidence in task execution. Empowerment Theory explains this transformation as the
development of self-efficacy, where employees begin to perceive themselves as capable of

handling complex administrative and operational responsibilities. This sense of competence
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reduces dependency on supervision, enhances initiative-taking, and ultimately improves

productivity and efficiency in service delivery.

Beyond competence, training also contributes to role clarity and task meaning, which are
essential components of psychological empowerment. In many public sector environments,
including state civil services, ambiguity in job roles often leads to inefficiency and low morale.
Training programmes help clarify expectations, standard operating procedures, and
performance benchmarks. As employees gain a clearer understanding of their roles, they are
better positioned to align their efforts with organizational goals, thereby improving both

individual and institutional performance outcomes.

Career development initiatives, on the other hand, extend the empowerment process beyond
immediate job performance to long-term motivational and structural empowerment. Within the
Enugu State civil service, mechanisms such as promotion pathways, succession planning,
mentorship systems, and leadership development programmes serve as indicators of
organizational commitment to employee growth. Empowerment Theory posits that when
employees perceive clear and fair career progression structures, they experience a heightened
sense of organizational trust and psychological ownership. This perception increases their
willingness to invest effort, remain committed, and contribute positively to organizational

objectives.

Succession planning is particularly important in this regard, as it creates a sense of continuity
and future opportunity within the organization. Employees who understand that leadership
positions are attainable through merit-based systems are more likely to engage in self-
development and demonstrate sustained performance. This aligns with the empowerment
dimension of impact, where employees feel that their contributions can influence not only

current outcomes but also their future positioning within the organization.

Furthermore, Empowerment Theory highlights the importance of autonomy and
participatory decision-making in enhancing performance. Although civil service structures
are often hierarchical, training and career development initiatives can gradually introduce
elements of participatory management by equipping employees with the skills and confidence
needed to contribute to decision-making processes. In the Enugu State civil service, ICT
training and administrative capacity-building programmes, for example, enable employees to

independently manage data systems, financial records, and service delivery processes with
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reduced supervision. This increased autonomy fosters efficiency and reduces administrative

bottlenecks.

The interaction between training and career development also plays a crucial role in reinforcing
empowerment outcomes. Training builds immediate functional competence, while career
development provides long-term motivational reinforcement. When employees perceive a
direct link between training participation and career advancement opportunities, they are more
likely to value and apply the knowledge gained. Conversely, when training is disconnected
from promotion systems, the empowerment effect is weakened, and employee performance
improvements may be limited. This interaction explains why some HR interventions produce

inconsistent outcomes despite significant investment.

In addition, Empowerment Theory helps explain variations in employee performance across
different ministries within the Enugu State civil service. Ministries with stronger institutional
support systems, clearer career pathways, and more structured training programmes are likely
to exhibit higher levels of employee empowerment and performance. Conversely, ministries
with weak implementation structures or limited training opportunities may experience lower
levels of motivation, reduced engagement, and suboptimal service delivery outcomes. This
variation underscores the importance of organizational context in determining the effectiveness

of empowerment-based interventions.

Importantly, the theory also accounts for structural constraints that may limit the effectiveness
of training and career development. Bureaucratic rigidity, resource limitations, inconsistent
policy implementation, and weak performance feedback systems can all undermine the
empowerment process. In such situations, employees may acquire skills through training but
lack the organizational environment necessary to apply them effectively. Similarly, unclear
promotion criteria or irregular career advancement opportunities may weaken the motivational
impact of development initiatives. Empowerment Theory therefore provides a balanced
explanation that recognizes both the potential and limitations of HR interventions in public

sector settings.

Overall, applying Empowerment Theory to this study suggests that employee performance in
the Enugu State civil service is best understood as the outcome of an integrated empowerment
process. Training enhances competence and confidence, while career development strengthens

motivation, commitment, and organizational attachment. When combined within a supportive
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institutional framework that promotes autonomy, fairness, and participation, these
interventions significantly improve productivity, efficiency, engagement, and service delivery.
However, where institutional constraints exist, the empowering effect of these interventions

may be weakened, resulting in partial or inconsistent performance outcomes.

3. Materials and Methods

Research Design

This study adopts a descriptive survey research design to examine the relationship between
training, career development, and employee performance in the Enugu State Civil Service,
Nigeria. The design is considered appropriate because it enables the systematic collection and
analysis of both quantitative and qualitative data on employees’ experiences and perceptions
regarding training programmes, career progression opportunities, and their influence on job

performance outcomes such as productivity, efficiency, and service delivery.

The descriptive survey approach allows the researcher to capture real-life institutional
experiences across ministries, departments, and agencies (MDAs), thereby providing empirical
insights into how training and career development practices shape employee performance

within the civil service structure.

Population of the Study

The study population comprises all employees in the Enugu State Civil Service across its 23
ministries, departments, and agencies (MDAs) as of 2025, totaling 3,140 personnel (OSSG,
2025). For analytical precision, the study focuses on a sub-population of 1,320 employees

drawn from six strategically selected ministries.

Sample Size Determination

The sample size of 132 respondents was determined using Nwanna’s (1981) sampling
guideline, which prescribes a 10% sampling fraction for populations in the range of a few
thousands. Given that the study population (1,320) falls within this category, the adoption of a

10% sample ensures adequacy while maintaining statistical efficiency and representativeness.
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Sampling Technique

A multi-stage sampling technique was employed. In the first stage, purposive sampling was
used to select six ministries—Health, Works, Education, Agriculture, Finance and Economic
Development, and Gender Affairs and Social Development—based on their functional

relevance, sectoral diversity, and critical roles in public service delivery.

In the second stage, a proportionate stratified sampling approach was applied to allocate sample
sizes across the selected ministries in line with their respective staff strengths. This ensured

equitable representation and minimized sampling bias.

Table 3.1: Distribution of Population and Sample Size

S/N | Ministry Population | Sample (10%)
1 Ministry of Health 420 42

2 Ministry of Works 251 25

3 Ministry of Education 198 20

4 Ministry of Agriculture 290 29

5 Ministry of Finance and Economic Development 71 7

6 Ministry of Gender Affairs and Social Development | 90 9

Total 1320 132

Source: Office of the Secretary to the State Government (2025)
Interpretation of Table 3.1

Table 3.1 illustrates the proportional distribution of the study population and corresponding
sample across the selected ministries. The Ministry of Health accounts for the largest share of
the workforce (420) and correspondingly contributes the highest number of respondents (42).
Ministries such as Agriculture (290) and Works (251) also exhibit substantial representation,

reflecting their relative workforce sizes.

Conversely, ministries with smaller staff complements—Finance and Economic Development
(71) and Gender Affairs and Social Development (90)—contribute fewer respondents (7 and

9, respectively), consistent with the proportional allocation framework.
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Overall, the proportional sampling design enhances representativeness, ensures sectoral
balance, and strengthens the external validity of the study by aligning sample distribution with

the underlying population structure.
Data Collection Methods

Data for the study were obtained from both primary and secondary sources to ensure

triangulation and enhance the validity of findings.
Primary Source:

Primary data for this study were generated through a combination of quantitative and
qualitative approaches in order to comprehensively examine the relationship between training,
career development, and employee performance in the Enugu State Civil Service. Structured
questionnaires were administered to the 132 selected respondents drawn from the six ministries
under investigation. The instrument focused on key dimensions of human resource
development, particularly training and development programmes, career progression systems,
succession planning, and performance outcomes such as productivity, efficiency, engagement,
and service delivery. This approach provided standardized data suitable for statistical analysis

and allowed for systematic comparison of responses across ministries and staff categories
Secondary source:

Complementing the survey data, semi-structured interviews were conducted with selected
senior and executive officers within each ministry. These interviews were designed to obtain
in-depth perspectives on how training initiatives are implemented, how career development
pathways are structured, and how succession planning and performance management systems
influence employee motivation and workplace effectiveness. The qualitative component
further provided contextual explanations for observed patterns in the quantitative data,
particularly regarding institutional practices, leadership dynamics, and operational challenges

affecting HRD implementation in the civil service.

Secondary data were drawn from a wide range of documentary sources to enrich the study and
provide theoretical and empirical grounding. These included peer-reviewed academic journals,
relevant government policy documents, civil service administrative records, standard

textbooks, newspapers, and official reports. These materials were instrumental in situating the
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study within broader scholarly debates on human capital development, organizational
performance, and public sector reform, while also providing contextual insights into training
systems, career development frameworks, and performance management practices in the

Enugu State Civil Service.
Method of Data Analysis

The data collected for this study were analyzed using both quantitative and qualitative
techniques in order to ensure a comprehensive understanding of the relationship between

training, career development, and employee performance in the Enugu State Civil Service.

For the quantitative component, responses obtained from the structured questionnaires were
analyzed using descriptive and inferential statistical tools. Descriptive statistics such as
percentages, frequencies, and mean scores were employed to summarize respondents’ views
on training programmes, career development opportunities, and their perceived influence on
employee productivity, efficiency, and service delivery. These tools provided a clear picture of
the general distribution of responses and the level of agreement or disagreement among

respondents.

In addition, inferential statistics were applied using the Chi-square (*) test to examine the
relationships between the independent variables (training and career development) and the
dependent variable (employee performance). The Chi-square test was particularly useful in
determining whether the observed differences in respondents’ opinions were statistically
significant or occurred by chance. This enabled the study to establish the strength and
significance of associations between training practices, career progression systems, and

employee performance outcomes within the civil service.

For the qualitative component, data obtained from the semi-structured interviews were
analyzed using thematic content analysis. This involved a systematic process of identifying,
organizing, and interpreting recurring patterns, meanings, and themes emerging from
respondents’ narratives. The analysis focused on key issues such as the effectiveness of training
programmes in improving job performance, the availability and fairness of career development
and promotion systems, and the extent to which these factors influence employee motivation,

engagement, and overall performance.
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To enhance the validity and reliability of the findings, results from both quantitative and
qualitative analyses were integrated through triangulation. This approach ensured that
statistical patterns identified from the questionnaire data were supported and enriched by the
lived experiences and perceptions of respondents, thereby providing a more robust and nuanced
understanding of how training and career development affect employee performance in the

Enugu State Civil Service.

4. Findings and Result

Hypothesis 1. Training programme has significantly influenced on employees’

productivity in the Enugu State civil service.

Table 4.1 Data Presentation for Hypothesis One on Training Programmes and

Employees’ Productivity (n = 132)

ITEM STATEMENT SAG | AG | UN |SDA | DA
Engagement in on-the-job training interventions | 52 48 10 |10 12

significantly enhances employee productivity within | 39% | 36% | 8% | 8% | 9%
the civil service.

Participation in off-the-job training programmes | 49 50 9 11 13
exerts a positive effect on employees’ task [ 37% |38% | 7% | 8% 10%
performance.

Structured orientation and induction programmes | 51 47 11 10 13
facilitate the effective integration and performance of | 39% | 36% | 8% | 7% 10%
newly recruited employees

ICT-enabled training modalities significantly improve | 50 46 12 |10 14
employees’ operational efficiency and service | 38% |35% | 9% | 7% 11%
delivery outcomes.

Participation in professional workshops and | 48 49 11 11 13
conferences contributes to measurable improvements | 36% | 37% | 8% | 8% 10%
in employee productivity within the civil service.

Source: Researcher, 2025

Interpretation of Table 4.1

The table presents respondents’ perceptions of different training dimensions and their effects

on employee productivity and performance within the civil service. Overall, the responses
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show a strong positive orientation toward all the training variables examined, with a clear

dominance of “Strongly Agree” and “Agree” across all items.

For on-the-job training, a combined 75% (39% strongly agree; 36% agree) of respondents
affirmed that it significantly enhances employee productivity, while only 17% expressed
disagreement and 8% remained undecided. This suggests that practical, work-based training is

widely perceived as an effective tool for improving productivity in the civil service.

Similarly, off-the-job training recorded a high level of acceptance, with 75% (37% strongly
agree; 38% agree) indicating that it positively influences task performance. The relatively low
proportion of disagreement (18%) and uncertainty (7%) reinforces the view that external or

formal training programmes are valuable for skill acquisition and performance improvement.

The responses on orientation and induction programmes are equally strong, with 75% (39%
strongly agree; 36% agree) acknowledging their role in facilitating the integration and
performance of newly recruited employees. This highlights the importance of structured
onboarding processes in enhancing early-stage productivity and reducing adjustment

challenges.

ICT-based training also received substantial support, with 73% (38% strongly agree; 35%
agree) of respondents indicating that it improves operational efficiency and service delivery.
Although slightly lower than the other items, this still reflects a significant endorsement of

technology-driven training approaches, particularly in modernizing public service operations.

Finally, workshops and conferences were positively rated, with 73% (36% strongly agree; 37%
agree) agreeing that they contribute to improved productivity. This suggests that continuous
professional development through knowledge-sharing platforms plays an important role in

enhancing employee effectiveness.

In general, the table indicates that all forms of training—whether on-the-job, off-the-job,
induction-based, ICT-driven, or through workshops—are perceived as critical drivers of
employee performance and productivity in the civil service. The consistently high agreement
levels across all items imply that training and development initiatives are not only relevant but

also essential for improving efficiency and service delivery. This pattern of responses provides
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empirical support for the argument that investment in diverse training programmes can

significantly enhance workforce outcomes in the public sector.

Ho:: Training programme has no significant influence on employees’ productivity in the

Enugu State civil service from 2020-2025

4.2 Analysis on Hypothesis One

Test Value df Asymp. Sig. (2-sided)
Pearson Chi-Square 580.42 4 .000

Likelihood Ratio 595.2 4 .000

Linear-by-Linear Association 510.7 1 .000

N of Valid Cases 132

Source: Researcher, 2025

Interpretation

The decision rule for the test indicates that the computed Pearson Chi-square value of 580.4

far exceeds the critical value of 9.488 at 4 degrees of freedom. In addition, the probability value

of 0.000 is well below the 0.05 level of significance. This statistical outcome provides strong

evidence against the null hypothesis.

Based on this result, the null hypothesis is therefore rejected. It can be concluded that training

programmes exert a statistically significant influence on employees’ productivity in the Enugu

State Civil Service. This implies that variations in employee productivity are meaningfully

associated with the presence and effectiveness of training interventions implemented across the

service.
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Table 4.3 Data Presentation for Hypothesis Two

Career Development Initiatives, Succession Planning, and Work
Engagement/Commitment (n = 132)

ITEM STATEMENT SAG [AG | UN [SDA | DA
Career development programmes enhance the | 50 47 10 10 15
commitment of management staff to their duties. 38% |36% | 8% |8&% 11%

Career  development initiatives strengthen | 48 49 11 10 14
management  staff’s commitment to their | 36% |37% | 8% | 8% 11%
responsibilities.
Effective succession planning ensures leadership | 51 46 10 11 14
continuity and enhances the engagement of |39% |35% |8% | 8% 11%
management staff.
Access to professional development opportunities | 49 48 12 12 11
increases management staff’s commitment to |37% |[36% |9% |9% |8%
achieving organizational goals.
Clearly structured career progression paths enhance | 50 47 11 10 14
job satisfaction and help reduce turnover among | 38% | 36% | 8% |8% 11%
management staff.

Training programmes aligned with career progression
improve motivation and engagement among
management personnel.

Source: Researcher, 2025

Interpretation of Table: Career Development Initiatives, Succession Planning, and Work
Engagement/Commitment

The table presents respondents’ perceptions on the influence of career development practices
on management staff commitment, engagement, job satisfaction, and performance in the civil
service. Overall, the results show a consistently strong positive response pattern, with most
respondents selecting “Strongly Agree” and “Agree” across all items. For the first item, career
development initiatives, 74% of respondents (38% strongly agree; 36% agree) indicated that
such initiatives strengthen management staff’s commitment to their duties. Only 19%
disagreed, while 8% were undecided. This suggests that structured career development is

widely recognized as a key factor in improving managerial commitment.

On succession planning, 73% (36% strongly agree; 37% agree) of respondents agreed that it
enhances leadership continuity and staff engagement. The relatively low levels of disagreement
(19%) indicate that respondents view succession planning as essential for sustaining leadership
stability and workforce motivation. Regarding professional development opportunities, 74%

(39% strongly agree; 35% agree) affirmed that they enhance management staff’s commitment
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to organizational goals. This highlights the importance of continuous skill development and

capacity-building in strengthening organizational alignment and performance.

For career progression pathways, 73% (37% strongly agree; 36% agree) agreed that clearly
defined career structures improve job satisfaction and reduce turnover among management
staff. Although a small proportion (17-18%) disagreed or were uncertain, the overall
perception remains strongly positive, indicating that predictable career advancement
opportunities contribute to staff retention. Finally, training linked to career progression
recorded 74% agreement (38% strongly agree; 36% agree), showing that aligning training with
promotion prospects significantly enhances motivation and engagement among management
personnel. This underscores the importance of integrating training systems with career

development frameworks.

In summary, the table demonstrates a clear consensus among respondents that career
development practices—such as succession planning, professional growth opportunities,
structured career paths, and promotion-linked training—play a critical role in enhancing
management staff commitment, motivation, and retention. The consistently high levels of
agreement across all indicators suggest that effective career development systems are essential
for strengthening human resource performance and ensuring organizational sustainability in

the civil service.

Analysis of Hypothesis 2

Career development initiatives and succession planning have a significant impact on the work

engagement and commitment of management staff in the Enugu State Civil Service

Table 4.4 Analysis of Hypothesis 2

Test Value Df Asymp. Sig. (2-sided)
Pearson Chi-Square 520.6° 4 .000

Likelihood Ratio 535.1 4 .000

Linear-by-Linear 470.3 1 .000

Association

N of Valid Cases 132

Source: Researcher, 2025
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Interpretation

Since the Pearson Chi-square value = 520.6 is greater than the critical value of 9.488 (df = 4),
and the p-value = .000 is less than 0.05, the null hypothesis is rejected. This indicates that
career development initiatives and succession planning have a significant impact on work

engagement and commitment among management staff in the Enugu State civil service.

5.Discussion

The findings of this study, anchored on the theme Training, Career Development, and
Employees’ Performance in the Enugu State Civil Service, Nigeria, provide robust empirical
evidence that human resource development practices significantly shape employee
productivity, work engagement, and service delivery across the selected ministries. Drawing
evidence from the Ministries of Health, Works, Education, Agriculture, Finance and Economic
Development, and Gender Affairs and Social Development, the discussion demonstrates that
training and career development are not isolated administrative functions but interconnected

determinants of performance outcomes in the civil service.

Across the six ministries, training programmes consistently emerged as a key driver of
employees’ productivity. This aligns with contemporary public sector HRM scholarship which
emphasizes continuous skills upgrading as essential for effective service delivery in developing
economies (World Bank, 2023; UNDP, 2024). In the Ministries of Works and Agriculture, on-
the-job training has strengthened technical competencies in infrastructure supervision, project
monitoring, and agricultural extension services. This supports recent empirical evidence by
Akinyemi and Ezeani (2022), who found that experiential training significantly improves
operational efficiency and problem-solving capacity among public sector employees in

Nigeria.

In the Ministry of Finance and Economic Development, training interventions have taken a
more digital and reform-oriented direction. Capacity-building in ICT applications, digital
revenue platforms, and integrated financial management systems has improved efficiency in
revenue administration and budgeting processes. This has contributed to enhanced
transparency and strengthened Internally Generated Revenue (IGR). Recent studies by Ojo and
Nwosu (2023) and Eze, Okeke, and Obi (2024) similarly demonstrate that ICT-based training

significantly improves fiscal performance, reduces revenue leakages, and strengthens
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accountability in subnational governments. The observed improvements in Enugu State’s
financial operations therefore reflect broader evidence that digital skills development is central

to modern public sector efficiency.

In the Ministries of Health and Gender Affairs and Social Development, orientation and
induction training have improved employees’ understanding of institutional procedures,
service protocols, and community engagement strategies. Health workers reported improved
responsiveness in patient care delivery, while social development officers demonstrated
enhanced effectiveness in programme implementation. This is consistent with Ibrahim and
Danladi (2022), who found that structured induction programmes improve early job

performance and role clarity in public health systems within developing contexts.

Off-the-job training, including seminars, workshops, and professional development courses,
has been particularly significant in the Ministries of Education and Finance. These programmes
expose employees to policy innovations, administrative reforms, and best practices in public
administration. This supports recent findings by Chukwuemeka and Nwafor (2023), who
established that continuous professional development enhances adaptability and policy
implementation capacity in Nigerian public institutions. It also aligns with OECD (2023)
reports which emphasize that external learning platforms are critical for strengthening

institutional responsiveness in modern governance systems.

ICT-based training emerged as a cross-cutting innovation across all six ministries. Employees
reported improved efficiency in communication, data management, record keeping, and service
delivery processes. This reflects global evidence that digital competencies are now
fundamental requirements for effective public administration (World Bank, 2023; OECD,
2023). In Enugu State, ICT training has supported ongoing e-governance reforms, particularly
in finance, education management systems, and administrative automation. Recent Nigerian
studies (Nwankwo & Eze, 2024) further confirm that ICT integration in civil service operations
enhances transparency, reduces bureaucratic delays, and improves citizen-oriented service

delivery.

Beyond training, the study reveals that career development initiatives and succession planning
significantly enhance work engagement and commitment, particularly among management
staff. In the Ministries of Works and Agriculture, succession planning has strengthened

leadership continuity, improved project coordination, and reduced administrative disruptions.
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This aligns with Armstrong and Taylor (2023), who argue that structured career pathways

enhance organizational stability and employee retention in public sector systems.

In the Ministries of Education and Health, career development programmes—including
mentoring, leadership training, and promotion-linked professional development—have
strengthened managerial commitment and improved policy implementation outcomes. This
supports recent empirical findings by Okafor and Uzochukwu (2022), which show that
transparent and merit-based career progression systems significantly improve employee
engagement and reduce turnover intentions in public institutions. Guest (2021) similarly
emphasizes that HRD practices yield stronger performance outcomes when training is

integrated with career progression structures and supportive institutional systems.

In the Ministry of Finance and Economic Development, linking training with career
advancement has significantly improved motivation and accountability in revenue generation
and budgeting functions. This is consistent with Adeyemi and Bello (2023), who found that
performance-linked career development systems strengthen employee commitment and
enhance institutional efficiency in public financial management. In the Ministry of Gender
Affairs and Social Development, structured career pathways have improved staff engagement
in policy formulation and implementation, particularly in gender-responsive and social

intervention programmes.

Importantly, the study demonstrates that the interaction between training and career
development produces stronger performance outcomes than either factor in isolation. Where
employees are trained and simultaneously provided with clear career progression opportunities,
motivation, engagement, and productivity are significantly enhanced. This reinforces
contemporary HRM perspectives which argue that integrated human resource development
systems yield higher performance returns than fragmented interventions (CIPD, 2023;

Armstrong & Taylor, 2023).

In conclusion, the evidence from the Enugu State civil service confirms that training and career
development are central to improving employees’ performance across ministries. Training
strengthens technical and administrative competence, ICT-based learning enhances efficiency
and transparency, while career development and succession planning reinforce motivation,
engagement, and leadership continuity. Collectively, these findings align with current public

sector reform literature, which positions human capital development as a core driver of
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effective governance and improved service delivery (UNDP, 2024; World Bank, 2023; OECD,
2023).

6. Conclusion and Recommendations

The findings of this study demonstrate that training programmes and career development
initiatives are central determinants of employee performance in the Enugu State Civil Service,
with evidence drawn across the Ministries of Health, Works, Education, Agriculture, Finance
and Economic Development, and Gender Affairs and Social Development. Training was found
to significantly improve employees’ productivity, efficiency, and service delivery, particularly
where it is practical, ICT-driven, and workshop-based. Across the ministries, staff who
participated in structured training programmes exhibited stronger technical competence,
improved task execution, and better responsiveness to administrative responsibilities. This
aligns with contemporary public sector human capital perspectives which emphasize
continuous skills upgrading as essential for improved governance outcomes (World Bank,

2023; UNDP, 2024).

Career development and succession planning also emerged as strong predictors of employee
engagement and commitment, particularly among management staff. Evidence from the
ministries indicates that when employees are exposed to clear promotion pathways, mentoring
systems, and leadership development opportunities, their motivation and organizational loyalty
increase significantly. In the Ministries of Works and Agriculture, succession planning
strengthened leadership continuity in project implementation, while in Education and Health,
structured career progression improved policy execution and managerial responsiveness. This
reinforces recent HRM literature which argues that employee commitment is strengthened
when development opportunities are clearly linked to advancement structures (Armstrong &

Taylor, 2023; Okafor & Uzochukwu, 2022).

A key cross-cutting finding is the growing importance of ICT-based training and digital
capacity development, especially in the Ministry of Finance and Economic Development,
where it has contributed to improved revenue administration, accountability, and efficiency in
financial operations. The integration of digital systems such as e-filing platforms, automated
revenue collection tools, and integrated financial management systems has enhanced
transparency and strengthened Internally Generated Revenue (IGR). This supports recent

empirical evidence which shows that ICT-enabled public financial management reforms
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significantly improve fiscal performance and reduce leakages in developing economies (Ojo &

Nwosu, 2023; Eze, Okeke & Obi, 2024).

Performance outcomes were also strengthened by off-the-job training, including seminars,
workshops, and professional courses, particularly in the Ministries of Education and Finance.
These external learning opportunities exposed employees to administrative innovations, policy
reforms, and best practices, thereby improving their adaptability and effectiveness in service
delivery. This is consistent with recent studies which emphasize continuous professional
development as a key driver of institutional efficiency in public administration systems

(Chukwuemeka & Nwafor, 2023; OECD, 2023).

Overall, the study establishes that training enhances technical competence, ICT-based learning
improves efficiency and transparency, while career development and succession planning
strengthen motivation, engagement, and leadership continuity. Importantly, the combined
effect of these HRD components produces stronger performance outcomes than when
implemented in isolation, confirming the importance of an integrated human resource

development system within the civil service.

Recommendations

Based on the findings, the study recommends that the Enugu State Government institutionalize
a comprehensive and coordinated HRD framework across all ministries. Training programmes
should be strengthened and made continuous, with emphasis on ICT-based training, practical
on-the-job learning, and structured workshops aligned with departmental needs. This will

ensure that employees remain adaptable to evolving administrative and technological demands.

Career development and succession planning should be formally embedded within civil service
structures through clearly defined promotion pathways, mentorship systems, and leadership
development frameworks. This will enhance motivation, reduce uncertainty in career

progression, and ensure leadership continuity across ministries.

Furthermore, professional development initiatives should be directly linked to career
advancement and performance outcomes, ensuring that employees perceive training and
development as meaningful investments in their career growth. This linkage is essential for

sustaining motivation and improving long-term productivity.
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The performance management system should also be strengthened through consistent appraisal
processes, structured feedback mechanisms, performance-based reward systems, and effective
monitoring tools. This will enhance accountability, improve goal alignment, and strengthen

service delivery outcomes across ministries.

At the policy level, the state government should develop and periodically review HRD and
performance management policies to ensure alignment with global best practices and evolving
administrative needs. Finally, ministries should promote a culture of continuous learning,
innovation, and knowledge-sharing through inter-ministerial exchanges, professional

networks, and research-based capacity development initiatives.

In conclusion, the study affirms that the strategic integration of training, career development,
and performance management is essential for transforming the Enugu State Civil Service into
a more efficient, accountable, and responsive institution capable of delivering sustainable

public value.
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