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ABSTRACT 

This study is a descriptive research, which was designed to assess human resource development as a 

catalyst for global best practice in the administration of business education in Nigerian universities. The 

population which also served as sample comprised 125 lecturers in Business Education in Universities in 

South-South Nigeria. The questionnaire is the instrument used for data collection. The questionnaire 

comprised 35 items. Four experts from Business Education Department and two experts from 

Measurement and Evaluation Department, Delta State University, Abraka validated the questionnaire and 

two experts in Measurement and Evaluation Department, assessed content and face validity. The data 

collected were analyzed using mean. The questionnaire was structured on a 4 point rating scale of Strong 

Agree, Agree, Disagree and Strongly Disagree. The mean scores which had 2.50 and above were regarded 

as agreed while the mean scores which had below 2.50 were regarded as disagree. The study revealed that 

the methods used in training of business education lecturers include on the job training, apprenticeship 

programmes, job rotation, and vestibule training among many others. The study revealed that Tertiary 

Institution Trust Fund (TETFUND) and Petroleum Training Development Fund (PTDF) are some of the 

agencies involved in the training of business education lecturers in universities. As revealed in the study, 

the needs for the training and development of staff in universities include increase knowledge, increase 

organizational productivity, improved worker’s morale and reduced turnover rate among workers. It was 

recommended that Business education teachers should be regularly trained and retrained to increase their 

productivity through workshops and conferences, that school authorities should provide sufficient training 

facilities in their establishment to enable the business education lecturers acquire more skills in their field 

of specialization. 

Keywords: Human resource development, staff productivity, higher education, business education 

lecturers, universities, global best practices, administration 

 

INTRODUCTION 

Education is the process of teaching and learning especially in a school system. Education helps to mould 

the behaviour of students to have good character. Students are expected to have a change in behaviour 

after receiving training in the school system. The Oxford Advanced Learner’s Dictionary (8
th
 Edition) 

defines education as the process of receiving or giving systematic instruction, especially at a school or 

university (Akpomudjere, 2014). Education provides the necessary knowledge to the students which can 

be used to develop themselves in the future and contribute meaningfully to the growth of society. 

Education is divided into primary, secondary and tertiary sessions or institutions. 

Tertiary education is the training that students receive in colleges of education, polytechnics and 

universities. Arogundade (2011) defines tertiary education as including universities as well as institutions 
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that teach specific capacities of higher learning such as colleges, technical training institutes, community 

colleges, nursing schools, research laboratories, centres of excellence, and distance learning centres. The 

National Policy of Education (2013) describes higher education (which includes undergraduates and 

postgraduate education) as aiming to achieve self-reliance and national development through the 

acquisition, development and inculcation of the proper value orientation for the survival of the individual 

and society, the development of the intellectual capacities of individual to understand and appreciate their 

environment and the acquisition of both physical and intellectual skills, which will enable individuals to 

develop into useful member of the community. 

Business education is a part of vocational education that deals with the training of prospective 

entrepreneur, that is, the graduate of business education are those who will be able to set up businesses 

and run them successfully without expecting failures. Business education according to Ulinfun (1996) as 

cited in Agboola (2015) consist of the total activity that is planned, organised and developed in form of 

the preparation of youths for responsible economic participation in the community. Business education 

programme in universities and colleges of education expose the students to various careers in marketing, 

accounting, management, office technology and management. One of the main goals of business 

education is to produce manpower for industries and opportunity for those who can set up their own 

businesses. Students received training in business education courses that give them skills, knowledge, 

ability, aptitude in running businesses. Nolan, Hayden and Malsbury in Agboola (2015) sum it up by 

defining business education as a course that prepares students for entry into and advancement in jobs 

within business affairs and to function intelligently as owners and citizens in a business economy. 

The position occupied by the human resource personnel (teacher) is very crucial in every educational 

system. The success or failure of every educational programme particularly higher institutions depends 

upon the teachers because of the nature of the skills acquired to impart relevant knowledge in their 

various domains. The number and quality must be well planned to ensure adequacy of the teachers 

quantitatively and qualitatively. The importance of the teacher is underscored by Federal Government of 

Nigeria (2013) in her National Policy on Education which states that “no educational system may rise 

above the quality of its teachers.” It is in line with this that the National Policy on Education states the 

purpose for teacher education as producing highly motivated, conscientious and effective classroom 

teachers; encouraging further the spirit of enquiry and creativity; helping teachers to fit into the social life 

of the community and society; producing teachers with intellectual and professional background adequate 

for their assignment and thereby making them adaptable to any changing situation in their life, their 

country and the wider world and to enhance teachers’ commitment to teaching profession (Terhemba & 

Umaru, 2015). Adu (2005) states that the basic objectives of tertiary education in Nigeria were mainly the 

production of manpower and to fill existing vacancies. The purpose of university education is to advance 

development and modernization of society. University education helps to produce manpower for 

industries and enable personnel who can set up their own business for self-reliance. That is why the need 

for human resource development is very important because if teachers are not well trained, they cannot 

train students to become self-reliant. Training and development is an important phase in human resource 

management. Employees may become obsolete or rustic if they do not update themselves with new work 

methods, skills and knowledge about their work, the organization and the environment (Peretomode & 

Peretomode, 2011). 

Training is the process of teaching, informing or educating people (human resources) so that they become 

well qualified to do the job or to perform in positions of greater difficulties and responsibilities. This 

clearly shows that training is aimed at improving the human resources (academic staff) (Oshemughen, 

2015). Peretomode and Peretomode (2011) define training as a planned organizational efforts or activities 

concerned with helping an employee acquire specific and immediate useable skills, knowledge, concepts, 

attitudes and behaviour to enable him or her perform more efficiently and effectively on his present job. 

Therefore, training is a process of helping the employee by the employer, to have more knowledge, skills, 

attitude, concept and ideas to enable them perform effectively and efficiently in their place of work. 

Development is a planned activity which focus on increasing and enlarging the capabilities of employees 

so that they can successfully handle greater and/or assume higher positions in the organisation’s hierarchy 
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to better handle current responsibilities (Peretomode and Peretomode, 2011). Development helps the 

employee to acquire more skills to handle complex issues in the organization. That is why employee 

needs continue training and development to handle current issues that plagues the organization. 

Employee training and development are at the heart of employee utilization, productivity, commitment, 

motivation and growth. Many employees have failed in organizations because their need for training was 

not identified and provided for as an indispensable part of management function. Training is 

organizational effort aimed at helping an employee to acquire basic skills required for the efficient 

execution of the activities functions for which he is hired. Development on the other hand, deals with the 

activities undertaken to expose an employee to perform additional duties and assume positions of 

importance in the organizational hierarchy. 

Employee productivity is a function of ability, will and situational factors. An organization may have 

employees of ability and determination, with appropriate equipment and managerial support yet 

productivity falls below expected standards. The missing factor in many cases is the lack of adequate 

skills, attitude and knowledge which are acquired through training and development. Employee needs to 

receive regular training in order to improve on their daily performance in the organization such as the 

school system. Knowledge that is not used can be outdated and knowledge that is used can be improved 

upon regularly. Therefore, there is need that employees (teachers) in the school system should be 

regularly trained and retrained to develop relevant skills to handle complex issues that need complex 

skills to handle. When an employer feels that the employee is deficient, the employee need to be trained. 

The academic staff in the colleges of education or universities are the human resources (lecturers) who 

directly impart knowledge and skills on prospective secondary school teachers. Lecturers in high 

institutions attend workshop and conferences in order to be relevant in their areas of academic pursuit and 

to impart the relevant skills, knowledge, and attitude to students who would be future teachers. Training 

and development provide positive results on the teachers’ ability to disseminate knowledge effectively in 

classroom situation. Peretomode and Peretomode (2011) identify the following reasons for the need to 

develop employees. 

 Academic programmes rarely adequately prepare candidates for their future positions and their 

accompanying responsibilities. Consequently, many persons enter their career with no practice and 

with no experience in using the tools of their profession (Heiss, 1970). 

 The declining rate of employee mobility and high tenure density coupled with less hiring of new 

blood. 

 The presence of aging employees and the explosion of knowledge. Georgiades (1980) pointed out 

that with age, human beings suffers from diminished vitality creativity and flexibility. Aging 

employees can be assisted to remain or once again become vibrant, vital, productive and pertinent 

through employee renewal activities. 

 The increasing heterogeneity of employees in organizations. This includes very young graduates, 

some from economically, culturally and educationally disadvantaged background. 

 The public and organization’s disenchantment with the quality of our educational products. Their 

rapidly changing society, continually expanding and developing technology and sometime resistive 

community youths. 

Nwachukwu (2006) identified the following methods and techniques of training staff in an organization 

which could be applied to tertiary institutions in the process of training academic staff. 

1. On the job training: The staff undergo training while on the job. They take leave to enable them 

prepare fully for the programme through workshops, conferences and field trips. This is the most 

popular form of training programme used by some organizations. One of the advantages of on the 

job training is that it minimizes the problem of transfer for learning associated with other methods 

of training. 

2. Apprenticeship Programmes: This method of training is employed when extensive practice is 

required to perform a job. The training combines on the job training with classroom lectures to 

acquire skills and knowledge. 

Okoro ….. Int. J.  Innovative Educ. Res 6(3):27-33, 2018 



30 
 

3. Job Rotation: This is a training device that makes it necessary to move the trainee from one 

department to another to master what goes on in that section. 

4. Vestibule Training: This is a training device that rains the employee off his regular work area but 

in an environment closely resembling his work place. He practices his skill with identical 

equipment that he uses at his regular work place. 

5. Role playing: This is a technique for training where the trainee plays the part of certain character. 

He is taught to do a job or make decisions the way he thinks his boss could have made it. 

The following are some of the institutions that specializes in training and development of staff. 

1. Tertiary Education Trust Fund (Tetfund): This body train teaching and non-teaching staff in 

higher institutions to have more knowledge and ideas for productivity. 

2. Petroleum Technology Development Fund (PTDF): This body is also responsible for training of 

academic staff to attend conferences and workshops through some fund voted through petroleum 

industries. 

3. Federal Government Scholarship Board give grant to staff to embark on training both locally and 

internationally. 

4. State government scholarship board sponsor academic staff to attend workshops and conferences 

both locally and internationally. 

5. Non-governmental organizations also give grant to staff to embark on workshops and conferences 

which could be local or international. 

The survival and progress of any profession is a function of the extent to which it nurture and revitalize 

itself to be relevant to the inevitability of change. Most professions in the category of teaching have since 

realized this imperative and have developed well established mechanisms for updating their members’ 

competency (Terhemba & Umaru, 2015). Peretomode & Peretomode (2011) pointed out the advantages 

of employee training and development as follows: 

 Increase knowledge, skills, and the development of positive behaviour and attitude to work. 

 Increase organizational productivity and quality products. 

 Improved worker’s morale. 

 Reduced turnover rate among workers. 

 Bring about the sense of belongingness among employees and reduces the rate of absenteeism. 

 Bring about better coordination of both human and non-human resources within the organization 

as it helps to save supervisor’s item of supervision. 

 Enhances employee’s chance for promotion. 

Statement of Problem 

Business education is education for and about business. It helps to train prospective entrepreneurs who 

will be able to set up their own businesses at any point in time. The skills and knowledge acquired in the 

programme in very vital for the success of every business enterprises. The success or failure of many 

business enterprises could be traced to human resource development. Employers have to train the 

employees regularly in order to familiarise them with business ethics. Unfortunately, many business 

enterprises have failed since they know the reason for training their employees. The impact of training in 

business education is that institutions of learning should watch changes and demands of the labour market 

so that they could rethink, repackage, reposition and re-engineer their missions and visions of the 

business. The problem of the study therefore, what are the needs for human resource development in the 

administration of business education in Nigerian universities. 

Purpose of the Study 

The purpose of the study is to examine human resource development as a catalyst for global best practice 

in the administration of business education in Nigerian universities. Specifically, the study will: 

i. examine the methods for training business education lecturers in universities 

ii. assess the agencies involved in the training of business education lecturers in universities 

iii. examine the imperatives for training business education lecturers in universities 
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Research Questions 

The following research questions guided the study: 

1. What are the methods for training business education lecturers in universities? 

2. What are the agencies involved in the training of business education lecturers in universities? 

3. What are the needs for training business education lecturers in universities? 

 

METHOD 

This study adopted descriptive research design. The study is designed to assess human resource 

development as a catalyst for global best practice in the administration of business education in Nigerian 

universities. The population which also served as sample comprised 125 lecturers in Business Education 

in Universities in South-South Nigeria. A 35 item questionnaire was the instrument used for data 

collection. Section A of the questionnaire comprised 3 items of demographic variables (Gender, 

Experience and location), while section B has 32 items. Items in section B were structured based on the 

research questions raised in the study. The questionnaire was structured on a 4 point rating scale of 

Strongly Agree, Agree, Disagree and Strongly Disagree. The mean scores which had 2.50 and above were 

regarded as agreed while the mean scores which had below 2.50 were regarded as disagree. Four experts 

from Business Education Department from Delta State University, Abraka validated the questionnaire and 

two experts in Measurement and Evaluation Department assessed content and face validity. To determine 

the internal consistency of the instrument, the questionnaire was administered to nine lecturers of Olabisi 

Onabanjo University, Ago-Iwoye, who were not part of the study. The Cronbach alpha Coefficient was 

used to determine the reliability of the study which yielded coefficient value of 0.93. The data collected 

were analyzed using mean.  

 

RESULTS 

Research Question 1: What are the methods for training business education lecturers in universities? 

Table 1: Mean rating of methods for training business education lecturers in universities. N = 125 

S/N Methods of training Business Education Lecturers Mean SD Remark 

1 On the job training 2.73 0.76 Agreed  

2 Apprenticeship Programmes 2.81 0.86 Agreed 

3 Job Rotation 2.68 0.92 Agreed 

4 Vestibule Training 2.81 0.75 Agreed 

5 Role playing 2.62 0.64 Agreed 

6 Orientation 2.70 1.01 Agreed 

7 Induction 2.92 0.98 Agreed 

8 Field trip 2.75 0.75 Agreed 

9 Mentorship 2.59 0.87 Agreed 

10 Seminar 3.01 0.70 Agreed 

11 Workshop 2.81 0.87 Agreed 

Total 2.77 0.83 Agreed 

 

The 11 items on the table are shown to be methods for the training of business education lecturers in 

universities as agreed by all the respondents used for the study. The grand mean of 2.77 confirms this 

assertion. 
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Research Question 2: What are the agencies involved in the training of business education lecturers in 

universities 

Table 2: Mean rating of agencies involved in the training of business education lecturers in 

universities N = 125 

S/N Agencies Involved in the Training of Business Education 

Lecturers in Universities 

Mean SD Remark 

1 Tertiary Education Trust Fund (Tetfund) 2.54 0.73 Agreed  

2 Petroleum Technology Development Fund (PTDF) 2.75 0.76 Agreed 

3 Federal Government Scholarship Board  2.50 0.85 Agreed 

4 State government scholarship board  2.53 0.77 Agreed 

5 Non-governmental organizations 3.50 0.71 Agreed 

6 Professional conference of which the staff is a member 2.53 0.80 Agreed 

7 Local conference 3.15 0.73 Agreed 

8 International conference 3.20 0.80  

Total 2.84 0.77 Agreed 

 

All the items in the table are agencies involved in the training of business education lecturers in 

universities. The grand mean of 2.84 is a confirmation to this notion.  

 

Research Question 3: What are the needs for training business education lecturers in universities? 

Table 3: Mean rating of the needs for training business education lecturers in universities N = 125 

S/N Imperatives of Training Staff in Tertiary Institution Mean SD Remark 

1 Increase knowledge 3.08 0.75 Agreed  

2 Increase organizational productivity 3.35 0.70 Agreed 

3 Improved worker’s morale 3.06 0.87 Agreed 

4 Reduced turnover rate among workers 3.12 0.78 Agreed 

5 Bring about the sense of belongingness among employees 3.09 0.87 Agreed 

6 Bring about better coordination of both human and non-

human resources within the organization 
3.05 0.91 

Agreed 

7 Enhances employee’s chance for promotion 3.12 0.76 Agreed 

8 Increase skills 3.13 0.75 Agreed 

9 Increases quality of products 3.15 0.83 Agreed 

10 Reduces the rate of absenteeism 3.20 0.88 Agreed 

11 Development of positive behaviour  3.11 0.86 Agreed 

12 Positive attitude to work 3.22 0.65 Agreed 

13 Helps to save supervisor’s item of supervision 3.29 0.73 Agreed 

Total 3.15 0.80 Agreed 

The 13 items in the table are the needs for the training of business education lecturers in universities.  

 

DISCUSSION 

The study has revealed that the methods used in training of business education lecturers include on the job 

training, apprenticeship programmes, job rotation, vestibule training, role playing, orientation, induction, 

field trip, mentorship, seminar and workshop. This finding is in line with Nwachukwu (2006), who 

identified similar methods and techniques of training staff in an organization. 

The study also revealed that some of the agencies involved in the training of business education lecturers 

in universities include Tertiary Institution Trust Fund (TETFUND), Petroleum Training Development 

Fund (PTDF), Federal Government Scholarship Board, State government scholarship board, Non-

governmental organizations, Professional conference of which the staff is a member, Local conference 

and International conference.  
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Lastly, the study revealed that the need for the training of staff include increase knowledge, increase 

organizational productivity, improved worker’s morale, reduced turnover rate among workers, bring 

about the sense of belongingness among employees, bring about better coordination of both human and 

non-human resources within the organization, enhances employee’s chance for promotion, increase skills, 

increases quality of products, reduces the rate of absenteeism, development of positive behaviour, positive 

attitude to work and helps to save supervisor’s item of supervision. This finding is in line with 

Peretomode & Peretomode (2011), who pointed similar items as advantages of employee training and 

development.  

 

CONCLUSION 

The objectives of business education are born out of the need of our graduates to work in industry, and 

contribute meaningfully to the society. As a result, there is need for human resource development 

policies, to enable the lecturers that are training these students to have more knowledge in their field of 

endeavour. This will enable the lecturers to inculcate the relevant ethics, skills, knowledge concerning the 

establishment and conduct of business enterprises without failure. Human resource development is 

therefore, a vital tool that serves as a catalyst for global best practices in the administration of business 

education programme in Nigeria. 

 

RECOMMENDATIONS 

The following recommendations are made: 

1. Business education teachers should be regularly trained and retrained to increase their 

productivity through workshops and conferences. 

2. School authorities should provide adequate fund for training and retraining of business education 

lecturers. 

3. School authorities should provide sufficient training facilities in their establishment to enable the 

business education lecturers acquire more skills in their field of specialization. 

4. School authorities should formulate human resource development policy that will enable business 

education lecturers to acquire relevant knowledge in their various field of specialization. 
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