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Abstract: This study examine

the effect of training and development (training method, sponsorship and
comfort and convenience) on job satisfaction. The target populations under this study are the one thousand five
hundred and sixty two (1562) academic staff of Bayero University Kano. Meanwhile, for the purpose of these study
three hundred and ten (310) respondents was used out of the population of one thousand five hundred and sixty two
(1562) respondents that make up the sample size of the study. The principal instruments used for the purpose of this
study are questionnaire, which was designed in 5-point Likert scale. Multiple regression analysis was employed to
test the hypothesized model of the study. The result of regression analysis shows that training method affects job
satisfaction of the academic staff of Bayero University Kano. The result also confirms sponsorship of trainee as an
important factor that influences job satisfaction. Finally, the result also shows that comfort and convenience
influence job satisfaction of academic staff of Bayero University Kano. This study recommends that management
need to create mechanism for proper assessment and evaluation of employee performance after sponsorship and
training.
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1. Introduction
It is essential to know as to how employees can be retained through making them satisfied and
motivated to achieve extraordinary results. Target and achievement depends on employee satisfaction and
in turn contribute for organizational success and growth, enhances the productivity, and increases the
quality of work (Christina & Chi, 2009; Latif, Rajasekar & Detry, 2013). The survival of any organization
in the competitive society lies in its ability to train its human resource to be creative, innovative, inventive
who will invariably enhance performance and increase competitive advantage (Edralin, 2004; Vemic,
2007). Training and development has significant role for the development of employee’s performance and
satisfaction (Anam, Rashi, Mr.Rad & Mizana, 2013; Naveed, Nadeem, Maryam & Naqui., 2014).
Oshagbemi (2000) argue that lecturers are satisfied with their job when they are satisfied with their
teaching and research, as well as when they have good rapport with their colleagues. It is not matter of
worker’s to acquire skill and knowledge through training and development, the main issue is that the
training method, sponsorship and comfort and convenience used during the training process are the
problem (Singh, 2015). This because the best training method and sponsorship of trainers are not utilized.
This can be said is the reason why employees are still not contributing meaningful result despite the
training they undergo. The employee’s productivity can be below expectation and this can result negative
shape in employee job satisfaction. Therefore, this research work uses training method, sponsorship of
trainees and comfort and convenience as the proxy to training and development, in order to determine
their effect on employee job satisfaction. Thus, the study focuses on the effect of training and
development on job satisfaction among academic staff of Bayero University Kano State, Nigeria.
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There are three objectives of this study. The first objective is to examine whether training method
has a significant effect on job satisfaction of academic staff of Bayero University Kano, Nigeria. The
second objective of this study is to investigate whether sponsorship of trainee has a significant effect on
job satisfaction of academic staff of Bayero University Kano, Nigeria. The final objective is to ascertain
the significant effect of comfort and convenience on job satisfaction of academic staff of Bayero
University Kano, Nigeria. The work covers only the academic staff of Bayero University, Kano. This is
because the researcher believes that training and development is very important and vital to the institution.
This research relies solely on academic staff views and opinions to assess their job satisfaction.

2. Literature Review
Job satisfaction is a significant aspect in a work condition and it related to enhanced performance as
well as improved commitment to the organization. Employee satisfaction has been a vital problem for
academicians and scholars and high intensities of non-attendance and staff turnover have affected various
agencies and parastatals (James & Hannah, 2013). Stephen and Bowley (2011) examine the impact of
training on employee job satisfaction. The study revealed significant positive relationship between
training and development and job satisfaction. Another similar study by Gazioglu and Tansel (2012)
investigate the relationship between training and job satisfaction. The result of the study found significant
positive relationship between training and job satisfaction in Britain using ordered probity estimation.
Schmidt (2013) found significant positive relationship between training and job satisfaction. Bakare
(2012) investigated the correlation between training needs and job satisfaction among hotel employees.
The study found positive correlation between training and job satisfaction.
Adesol, Oyeniyi and Adeyemi (2013) examined the relationship between staff training and job
satisfaction among Nigerian banks employees. The result showed that staff training has positive
significant relationship with job satisfaction. Jehanzeb, Rasheed and Rasheed (2013) investigated the
effects of training and development on job satisfaction and turnover intentions in fast food franchises of
Saudi Arabia. The study found strong positive relationship between training program and job satisfaction
among the employees. Vasudeva (2014) examine the relationship of training on job satisfaction and
organizational effectiveness. The result of the study revealed that training commitment, training needs
assessment, training contents and delivery approaches, and training evaluation positively and significantly
influence the employee’s work commitment, job satisfaction and job performance.
Nagaraju and Archana (2015) found that training and development increase employee satisfaction
level. Choi and Dickson (2010) investigate the impact of training on job satisfaction and retention of
employees at a selected tertiary institution. The results of the study revealed significant relationship
between training and employee job satisfaction and retention. A study by Divyaranjan and Rajasekar
(2014) shows that major factors that lead to job satisfaction are promotion, job security, performance,
motivation, co-worker relationship, utilization of individual skills.
Based on the literature reviewed it can be deduced that most of the studies were conducted outside
Nigeria and most of the studies concentrated on manufacturing firms and banking sectors. The countries
had different environmental context, in view of this, the findings of the studies may not be appropriately
relevant or having direct impact on Nigerian setting. However, there is a need for research on the effect of
training on job satisfaction in the Nigerian Universities. To determine whether there is any effect in the
Nigerian context. Therefore, this study is aimed to examine the effect of training on job satisfaction of the
academic staff of Bayero University, Kano Nigeria.

3. Method and Material
The population for this study comprises a total of one thousand five hundred and sixty two (1562)
academic staff of Bayero University as at May 2017. Krejcie and Morgan (1970) table was used to
determine the sample size of this study. Meanwhile, for the purpose of these study three hundred and ten
(310) respondents was used. For the purpose of this research work probability sampling techniques is
chosen which involve simple random sampling technique, whereby every element in the population of the
study has a known and equal chance of being selected as a subject. The research instrument used in this
study is purely questionnaire. The questionnaire measure the key variables of the research, and a
structured questionnaires with close-ended type are to be used for this research work with 1-5 Likert scale
which consist of strongly disagree to strongly agree. Multiple regression analysis was used in order to test
the hypothesized model of the study. The Statistical Package for Social Sciences (SPSS), version 22.0
software is employed to analyze the data.
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3.1. Model Specifications
The following models are used in explaining the relationships between the training (training
method, sponsorship of trainees and comfort and convenience) and job satisfaction. Previous studies
conducted by Dardar, Jusoh and Rasli (2012), Adesol et al., (2013), Vasudeva (2014) also used model and
analyzed the relationship. From the previous studies, the following multi regression equation was
developed.
JSit = f (TMt, STt, CCt,) ……………………..……………….1
JSit = β0 + β1TMt + β2STt + β3CCt + et………..……….….….2
The dependent construct JS which is job satisfaction is the dependent construct in the model. The
independent constructs in the model are the proxy of training (training method, sponsorship of trainees
and comfort and convenience).
Β1TMt; β2STt; β3CCt; > 0. Accordingly, a positive or negative effect is expected between
explanatory variables (β1TMt; β2STt; β3CCt) and the dependent construct. The size of the coefficient of
correlation will be helpful in explaining various levels of significant effects between the explanatory
constructs.

4. Results and Discussion
This section presents the result of data analysis in this study. First, descriptive statistics, test of
normality, reliability, multicolinearity and regression result are presented and analyzed, and then
recommendation was drawn from the findings of the study.

Category

Table 1. Socio-Demographic Characteristics of the Respondents
Frequency
Percentage (%)
Gender

Male

201

75.8

Female

64

24.2

Total

265

100.0

Bachelor of Science

Educational qualifications
(BSc, B.A, B.Ed.)
36

13.5

Master of Science

(MSc, M.A, M.Ed.)

51.0

135

Doctor of Philosophy (PhD)

94

35.5

Total

265

100.0

Graduate Assistant

36

13.5

Assistant Lecturer

51

19.2

Lecturer ii

62

23.3

Lecturer 1

41

15.4

Senior Lecturer

39

14.7

Associate Professor

27

10.0

Professor

9

3.4

265

100.0

0 - 5 years

65

24.0

6 - 10 years

68

26.6

11 - 15 years

55

20.4

16 – 20 years

41

15.6

Position:

Total
Service length:

21 years and above

36

13.4

Total
Source: Field Survey (2018)

265

100.0
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The Table 1 (Appendix) shows that 201 (75.8%) of the respondents are males, while 64(24.2%) of
the respondents are females. The Table also revealed the level of education of the respondents which 36
respondents are B.Sc. and BA level (13.5%), 135 respondents are M.Sc. and MA (51.0%), 94 respondents
are PhD (35.5%). The Table also shows the distribution of the Level/rank of academic staff who
participated in this research. The Table shows that 36(13.5%) of the respondent are graduate assistant, 51
(19.2%) are assistant lecturers, 62 (23.3%) are lecturer II, 41 (15.4%) are lecturer I, 39 (14.7%) are Senior
lecturers, 27 (10.1%) are Readers, while 9 (3.4%) are professors. The findings also shows that 65 (24.0 %)
respondents are having 1 to 5 years teaching experiences, followed by range 6 to 10 years with 68 (25.6%)
respondents. The range of 11 to 15 years consist of 52 respondents (20.4%), 16 to 20 years consist 41
respondents (15.6%) and lastly the range of 21 years and above service length with 36 respondent
(13.4%).

Training Method
Sponsorship
Comfort and convenience
Job satisfaction
Source: Field Survey (2018)

Table 2. Tests of Normality
Kolmogorov-Smirnova
Statistic
df
Sig.
0.072
265
0.064
0.072
265
0.072
0.088
265
0.065
0.090
3265
0.052

Skewness
-0.437
-0.243
-0.306
-0.427

Kurtosis
0.237
0.321
0.313
0.032

Table 2 shows the summary of the normality test for the constructs used in this study. The
Kolmogorov-Smirnov significant value should be higher than 0.05, which indicates the data is normally
distributed (Hair et al., 2006). Based on the normality test results, all the constructs had a significant effect
(significant value of more than 0.05) indicating normality. In addition to that, further analyses the
skewness and kurtosis of the distribution support the normality distribution of the data as both values fall
within the range of -1 to +1. Values falling outside of this range indicate a non-normal distribution of data
(Hair et al., 2006). Based on the Table below, it could be concluded that the data is normally distributed.
The study replicates the measures other researchers have used in their previous studies. Therefore,
the pilot study is essential to determine the understandability of the survey instrument. More importantly,
a pilot test needs to be conducted to ensure that the questions are understandable and present accurate
portrayal of the situation. Tests of internal consistency (Cronbach's alpha) were conducted to assess the
reliability of each of the scales used. All of the measures included in the questionnaire showed adequate
levels of internal consistency reliability.
Variable
Job Satisfaction
Training Method
Sponsorship
Comfort and Convenience
All Variables
Source: Field Survey (2018)

Table 3. Alpha Coefficient
Cronbach’s Alpha
0.7559
0.6797
0.7814
0.7954
0.8813

Sum of item
12
8
7
6
32

The Table 3 shows the reliability result as generated using SPSS. The study relies on Cronbach
Alpha’s coefficient to determine the reliability of items involved. A Cronbach Alpha’s coefficient value
that is less than 0.6 is considered poor; 0.6 to 0.8 considered acceptable, and anything above 0.8 is
considered good (Sekaran, & Bougie, 2010). All the constructs involved in the current study obtained the
required Cronbach Alpha’s coefficient values. There are 0.6797, 0.7814, and, 0.7954 coefficients for
Training Method, Sponsorship, and Comfort and Convenience respectively. These are the components of
the independent construct training. Similarly, there are 0.7559 coefficients for job satisfaction.

4.1. Summary of Regression Result
The standardized path coefficient indicates whether the direction of the effect is either positive or
negative while the t-value assesses whether this effect is significant or not Hair et al., 2006 & Zainudin,
2014). The regression paths for the proposed model are presented in Table below;
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The regression model result can therefore be specified as follows:
JSit = β0 + β1TMt + β2STt + β3CCt + et
JS= 0.634 + 0.372β1 + 0.258 β2 + 0.472β3 + ε
The cumulative correlation between the endogenous variable and all the exogenous variables is
0.833 showing that the association between job satisfaction and training used in the study is 83% which is
positively, strongly and statistically significant. The absolute value of the correlation coefficient between
training method, sponsorship of trainees and comfort and convenience and job satisfaction of 0.833
indicates the strength of the relationship. This implies that for any changes in training of the Bayero
University academic staff; their job satisfaction will be directly affected. . The results also shows that the
three constructs of training altogether contributed close to 75.3% towards variance in the level of job
satisfaction. The adjusted R squared is known as coefficient of determination and it tell the variation in
dependent variable due to changes in independent variable, which tell that there was 65.4% variation in
job satisfaction due to changes in training method, sponsorship of trainees and comfort and convenience.
Besides, the F-value of 83.655 is significant at the <0.001 level whereby it less than alpha value
0.05 represents that this model is a best described the relation between the independent variables and
dependent variable. The results suggest that training method, sponsorship of trainees and comfort and
convenience significantly affect job satisfaction. The Durbin Watson test of first order auto-correlation
with a value of 1.255 indicates that errors are uncorrelated to each other indicating absence of serial
correlation within the period of the study. From the Table 8 above tolerance value (TV) ranges from
0.4235 to 0.4633 which suggests non-multicolinearity feature. Multicolinearity feature exists when the
value of TV is less than 0.10 (Sekaran & Bourgeois, 2013). The VIF which is simply the reciprocal of TV
range 1.327 to 2.607, this indicates the absence of multicolinearity. Thus, from the above Table it was
revealed that VIF values are less than 10 while the tolerance values are more than 0.10 indicating the
absence of multicolinearity among independent constructs.

Variables Regressed
(Constant)

Table 4. Regression Result
Beta coefficient
t-value
P-value
0.634
6.637
0.000

Tolerance

VIF

Training method

0.372

4.773

0.000***

0.4235

2.607

Sponsorship of Trainees

0.258

3.352

0.020**

0.3422

2.921

Comfort and Convenience

0.472

4.474

0.000***

0.4633

1.327

R

0.833

R- squared

0.753

Adjusted R- squared

0.654

F- Statistics

83.65

Durbin Watson
Source: SPSS Output (2018)
Predictors: Training Method, Sponsorship, Comfort and Convenience
Dependent Variable: JOBSAT

1.255

In evaluating the model based on the regression result in Table 4. The regression coefficient of the
model is positive (4.773), with a p- value of .000 significant at only 1%. This indicates a significant
positive effect of training method on job satisfaction of the academic staff of Bayero University Kano.
The result shows that the effect between training method and job satisfaction is statistically significant
(p<0.01). Therefore it can assume that training method has significant effect on job satisfaction of the
academic staff of Bayero University Kano. This finding is consistent with previous results by (Raja,
Fraguan & Mohammed, 2011; Amin et al. 2013; Law et al., 2015; Chen (2014).
The second hypothesis examined the effect of sponsorship of trainees on job satisfaction of the
academic staff of Bayero University Kano. The coefficient is 0.258 while the t-value is 3.352. The t-value
is significant at p < 0.020 (Table 4). It can be therefore assumed that sponsorship of trainees has
significant effect on job satisfaction of the academic staff of Bayero University Kano. Much literature has
supported this contention (for example, Laing, 2009; Verma & Goyal, 2011; Algharibeh et al. 2014).
These studies confirmed that with the evaluation of training, the trainees can perceive a proper
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knowledge, skills and experiences from the organizations and sponsorship of trainees becomes one of the
crucial variables to affect the employee’s job satisfaction.
The third hypothesis investigates the effect of comfort and convenience on job satisfaction of the
academic staff of Bayero University Kano. Table 4 shows that the effect between comfort and
convenience and job satisfaction is statistically significant (p<0.01). The regression coefficient of the
model is positive (4.474), with a p- value of 0.000 significant at only 1% which is less than the alpha
value of 0.01. This indicates a significant positive effect of comfort and convenience on job satisfaction of
the academic staff of Bayero University Kano. This hypothesis supports other study in this area (for
example, Leblebici, 2012).

5. Conclusion and Recommendations
The result of this study concludes that training method is increasing the level of job satisfaction of
the academic staff of Bayero University Kano. The integration between the dynamic training method and
decisions on the lack of skills training method are efficient solutions to provide an organization with
continuous cheap training. The result of this study confirmed that sponsorship of trainees positively
influence job satisfaction of the academic staff of Bayero University Kano. Therefore, this study
concludes that sponsorship of trainees is enhancing the level of job satisfaction of the academic staff of
Bayero University Kano. The result of this study revealed that comfort and convenience positively
influence job satisfaction of the academic staff of Bayero University Kano. A mechanism should be
created for proper assessment and evaluation of employee performance after sponsorship. It is also
recommended that pay and promotion policies and procedures should be checked to ensure that they are
equitable.
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