
 
 

Journal of Business and Economic Management 8(10): 366-373, October 2020 
DOI: 10.15413/jbem.2020.0135 
ISSN 2315-7755 
©2020 Academia Publishing 
 

 
 

Research Paper 
 

Effect of employees’ development on the performance of National Assembly, 
Nigeria, Abuja 

  
 

Accepted 15thJuly, 2020 
 
ABSTRACT 
 
This study examined the effect of development on performance of National 
Assembly Abuja. This study adopted the survey research design using 
questionnaire as the research instrument. The population for this study consisted 
of all the Staff of National Assembly Abuja of about 1354 workers and a sample 
size of 308. The data collected for the study was analyzed using ordinary least 
squares multiple regression. The study found that there is positive and significant 
effect of development on performance of National Assembly in Nigeria. Other 
findings were that there is positive and significant effect of education on  the 
performance of National Assembly in Nigeria. There is positive and significant 
effect of career development on Performance of National Assembly in Nigeria.  The 
study therefore recommended that National Assembly Abuja should increase the 
level of their employee education to improve their employees’ capacity in the 
organization and also to improve overall organizational performance. Education 
policies and career development activities in organisations should continually be 
increased to ensure that employees learn new skills and have adequate knowledge 
since its affect on the overall performance of National Assembly in Nigeria, Abuja. 
   
Key words: Development, education, career development and performance. 

 
 
INTRODUCTION  
 
Employees are the indispensable asset and key elements 
for gaining competitive advantage of any organization and 
training is an essential tool for its actualization. The level of 
competency, skills and ability of the workforces of an 
organization influences its ability to preserve its obtained 
positions and gain competitive advantage. Meanwhile, 
employees competence, skills and pro-activeness is directly 
proportional to the level at which organizations can 
compete with others (Houger, 2006).In a developing 
country like Nigeria, development of manpower resources 
is highly needed in virtually all business organizations for 
its effectiveness (Ezeani and Oladele, 2013). Deficiencies in 
knowledge, skills, and ability among public personnel, 
particularly those of Asia, Africa, and Latin America, are 
remarkable (Bahal, Swanson, and Earner, 1992). 
Development is necessary to ensure an adequate supply of 
staff that is technically and socially competent, capable of  

 
 
developing their careers into specialist departments or 
management positions. There is therefore a continual need 
for the process of staff development 

Over the years, National Assembly has allocated huge 
sum of money in its budgetary allocation towards the 
development of its  staff to enable them perform their job 
functions effectively. In spite of that, the National Assembly 
is still confronted with challenges in the area of effective 
performance. This research seeks to examine the effect of 
Development on organizational performance of National 
Assembly Abuja. The study is restricted to the effect of 
development on performance of National Assembly in 
Nigeria. The study covered development which is measured 
by career development and education. The hypothesis is 
stated as follow:  

 
  Ho1:   There   is   no   significant   effect   of   employees 
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development on performance of National Assembly, 
Nigeria- Abuja 
 
 
CONCEPT OF DEVELOPMENT  
 
Development according to Ezeuwa (2009) can be seen as 
the use of human resources to quantitatively change man’s 
physical and biological environments to his benefits or can 
also be involving the introduction of new ideas in to the 
social structure and causing alterations on the patterns of 
the organization and social structure. Daniel (2003) looked 
at development as a means of increasing the growth of 
employees along with that  of the company so that they can 
be fit for available higher positions within their capacity. 
Development deals with improving human and 
interpersonal relations (Iwuoha, 2009).  
Employee development is gaining an increasingly critical 
and strategic imperative in organizations in the current 
business environment (Abdul Hameed 2011). Thus 
organizations need to invest in continuous employee 
development in order to maintain employees as well as the 
organization success (Khawaja and Nadeem 2013). 
Development is a process that strives to build the capacity 
to achieve and sustain a new desired state that benefits the 
organization or community and the world around them 
(Garavan, Costine and Heraty 1995). However, Obisi (2011) 
noted that employee development enables and increase 
their market value, earning power and job security. 
Development refers to activities leading to the acquisition 
of new knowledge or skills for purposes of growing. 
Organizations provide employees with development 
programmes in order to enhance their capabilities. 
 
 
Education  
 
Education affects employees’ performance, individual 
educational attainments are not only part of a company’s 
development but also a part of a community’s core assets 
(Lepak and Snell, 1999). In many localities, generous 
subsidies for education are largely based on the assumption 
that organization investments in employees education will 
strengthen the organization as a whole by enhancing 
employees’  performance ( Trusty and Niles, 2004; Lanzi, 
2007). When education does not build employees, 
education proportionates to expenditures, though, 
organizations may oppose tax increases for education, 
move to localities with better educational systems, or 
develop their own internal education programs to supplant 
publicly financed ones (Vinod and Kaushik, 2007). 
Education level refers to the academic credentials or 
degrees an individual has obtained. Although educational 
level is a continuous variable, it is frequently measured 
categorically in research studies. Here, we used the term 

“educated employees” to refer to those individuals who 
hold at least a bachelor’s degree because these degrees are 
necessary for entry into many higher-paying occupations 
(Trusty and Niles, 2004). Education is the process of 
building employees to get the required knowledge and 
skills at work. 
  
 
Career development 
 
Career development can be observed through different 
stages, connected with personal and business life. Studies of 
career stages have found that needs and expectations 
change as the individual moves through the stages 
(Ivancevich, 1994). Also, different career stages require 
different demands from individuals, which include different 
activities that they have to deal with, but also different 
procedures during adaptation of personal and 
organisational needs. This leads to different roles played by 
individuals in an organisation. When talking about career 
and career development, it is necessary to mention 
numerous factors that can influence the process of career 
development. Those factors can be distinguished as those 
that act as a tool in career development process, but also 
personal factors which influence an individual's behavior. 
The last but not the least important factor influencing 
career development is education, because educated and 
skilled personnel represent the companies' main 
competitive advantage. Career development is the life-long 
process of fostering and cultivating the shape of the 
individual's working life so as to make the best use of 
inherent talents, skills, knowledge and interests for that 
person (Peel, 1992). The term career development is 
concerned with the potential of employees and the 
situations in which they are or may be at the moment and 
after that. It is an ability of workers to grow in the chosen 
career. It is a process of being successful in one's career or 
reaching the peak of their career.  
 
 
Concept of Performance 
 
Performance is defined as outcomes and behavior 
(Armstrong 2000). It is expressed as the ratio of gross 
profit to sales or return on capital employed (Wood and 
Stangster 2002). Afshan, Sobia, kamran and Nasir (2012) 
defined performance as the achievement of specific tasks 
measured against predetermined or identified standards of 
accuracy, completeness, cost and speed. Employee 
performance can be manifested in improvement in 
production, ease in using new technology, highly motivated 
workers. The performance of the organization refers to 
those attitudes' that have been assessed or measured as to 
their contribution to organizational goals (Cook and 
Hunsaker, 2001). Performance is concluded when
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executives certify that worker actions and productions are 
corresponding with the establishment’s objectives (Noe et 
al., 2006). According to Armstrong (2000), formal 
association performance is a worth of receiving improved 
consequences from the entire association or groups or 
persons in it, through accepting and handling performance 
in an established background of strategic objectives, 
principles and proficiency necessities. Tianyu (2013) found 
that  firm performance should be evaluated by asset 
operating, finance benefit, the preservation and increase of 
capital value in a certain period. It is defined as the outcome 
or contribution of employees to make them attain goals 
(Herbert, John and Lee 2000). Performance is the process of 
increasing sales, profit, efficiency and effectiveness in the 
organization. It is a process of having adequate sales, 
increase in branches and increase in customers based in the 
organization.  
 
 
Empirical Studies  
 
Alex, Zakarim and Patrick (2015) investigated the effect of 
employee development on organizational performance in 
Ghana’s public sector, using the experience of Controller 
and Accountants General’s Department (CAGD). The 
relevant data for the study were collected from CAGD 
employees, Accra, using a cross-sectional survey design. 
Sixty-five employees were selected for inclusion in the 
study using convenience sampling method. In order to 
achieve the research objectives, the researchers used 
Pearson’s correlation and simple linear regression as 
analytical tools to analyse the data. The research hypothesis 
tried to determine if employee development would have 
significant and positive effect on organizational 
performance. The result indicated that employee 
development has a significant negative effect on 
organizational performance. Joan (2017) examined the 
effect of employee Development on performance with 
specific reference to the Unilever Kenya limited in Kericho 
County. The research design that was adopted was 
descriptive research design. The target population was 696 
employees of Unilever Tea Kenya limited. Stratified and 
simple random sampling techniques were used. To obtain 
primary data, questionnaires with both structured and 
unstructured questions were used. Descriptive and 
inferential statistics were both used in analysis. The 
findings indicated that significant effect exists between 
employee development and the performance of the 
organization. Training and mentorship were significant in 
contributing to the performance, participation and 
delegation were not significant in affecting the 
performance. Productivity, cost, innovation and task 
completion level play significant importance in 
performance of the organization. In conclusion the 
performance  of  the  organization  is  affected by employee 

development. 
 
 
Human Capital Theory 
 
Schultz (1961) and Dae-bong (2009) recognized that 
employees’ formal education determines their earning 
power. Human capital theory holds that it is the key 
competences, skills, knowledge and abilities of the 
workforce that contributes to employees’ performance. 
According to Human Capital Theory, training is an 
investment because it is believed that it could potentially 
bestow private and social benefits. Human capital theorists 
believe that training and earning power are correlated, 
which means, theoretically, that the more education one 
has, the more one can earn, and that the skills, knowledge 
and abilities that education provides can be transferred 
into the work in terms of productivity and profitability 
(Dae-bong, 2009). 
 
 
METHODOLOGY  
 
This study adopted survey research design as a tool to solve 
the research problem. The population was 1354 workers of 
National Assembly in Abuja (senior and junior staff). Simple 
random sampling technique was adopted to select the 
respondents that filled the questionnaire. The sample size 
is 308 derived from Taro Yamane formula of 1976 derived 
from the following calculation which has normal 
approximation with a 95% confidence level and 5% error.  
 
n =           N  
            1+n (e) 2 

 
Where    
   
n =sample size 
N= population size 
e= limit of tolerance error 
1= constant 
 n =         1354 
               1 + 1354(5%) 2   = 308 
 
In data collecting, only primary data was collected during 
this study. The primary instrument employed to collect 
data in this study was the questionnaire. A structured 
questionnaire was designed and administered to all the 
sampled employees by the researcher. It was designed in a 
five (5) point Likert type scale questionnaire to collect 
information from the respondents regarding variables for 
statistical analysis of the responses. The questionnaire was 
tested to ascertain that the reliability of questionnaires are 
answered properly and noted that the instruments used are 
unique and perfect. The reliability of the questionnaire is
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Table 1: Assessment of Education in National Assembly, Nigeria- Abuja.   
 

S/N Questions 
5 

SD 
4 
A 

3 
U 

2 
D 

1 
SD 

Total 

A Education  % % % % % % 

1. A
1 

education opportunity is a good way of helping 
members to understand their roles and 
contribute to the organization  

39.25 39.75 7.5 10.5 3 100 

2. A
2 

Development opportunities for elected 
members are important 

36 34.5 12.5 12.5 4.5 100 

3. A
3 

Further education is a useful way of building 
skills and competence  

48.25 32.5 11.5 6.25 1.5 100 

4. A
4 

Education of members needs to be introduced 
with caution 

52.75 38.25 5.25 2.5 1.25 100 

5. A
5 

Members learn more in advance age than early 
age   

63.5 24.75 8.5 3 0.25 100 

 

Source: Field Survey, 2020. 

 
 
not less than the Alpha values 0.6. The variables used in this 
study scored above Apha value of 0.6, all the variables 
scored at least 0.9 which is above the set limit such as 
education (0.991), Education (0.984) and Performance 
(0.991). The data collected for the study was analyzed using 
regression. The multiple regressions, was used to 
determine whether there is effect of development on 
performance of National Assembly in Nigeria, Abuja.The 
regression model is as follows: 
 
Pf = α + β1Ed + β2 Crd+ Ɛ                                                                                                      
(2) 
 
Where: 
 
PF = Performance of National Assembly 
Ed= Education  
Crd= Career Development  
α= constant  
 β = coefficient  
Ɛ= error term 
  
 
Data analysis and discussion  
 
Table 1 indicates that 39.75% of the respondents strongly 
agreed that education opportunity is a good way of helping 
members to understand their roles and contribute to the 
organization, 30.5% of the respondents agreed that 
education opportunity is a good way of helping members to 
understand their roles and contribute to the organization 
and 17% of the respondents were undecided. 10.25% of the 
respondents strongly disagreed that education opportunity 
is not a good way of helping members to understand their 
roles and contribute to the organization and 1.5% of the 
respondents disagreed that education opportunity is not a 
good way of helping members to understand their roles and 

contributions to the organization. Table 1 indicates that 
36% of the respondents strongly agreed that development 
opportunities for elected members are important, 34.5% of 
the respondents agreed that development opportunities for 
elected members are important and 12.5% of the 
respondents were undecided. 12.5% of the respondents 
strongly disagreed that development opportunities for 
elected members are important and 4.5% of the 
respondents disagreed that development opportunities for 
elected members are important. Table 1 indicates that 
48.25% of the respondents strongly agreed that further 
education is a useful way of building skills and competence, 
32.5% of the respondents agreed that further education is a 
useful way of building skills and competence and 11.5% of 
the respondents were undecided. 6.25% of the respondents 
strongly disagreed that further education is a not useful 
way of building skills and competence and 1.5% of the 
respondents disagreed that further education is not a useful 
way of building skills and competence. Table 1 indicates 
that 52.75% of the respondents strongly agreed that the 
education of members needs to be introduced with caution, 
38.25% of the respondents agreed that education of 
members needs to be introduced with caution and 5.25% of 
the respondents were undecided. 2.5% of the respondents 
strongly disagreed that education of members needs to be 
introduced with caution and 1.25% of the respondents 
disagreed that education of members needs to be 
introduced with caution. Table 1 indicates that 63.5% of the 
respondents strongly agreed that members learn more in 
advanced age than early age, 24.75% of the respondents 
agreed that members learn more in advanced age than 
early age and 8.5% of the respondents were undecided. 3% 
of the respondents strongly disagreed that members learn 
more in advanced age than early age and 0.25% of the 
respondents disagreed that members learn more in 
advanced age than early age. Table 2 indicates that 25% of 
the respondents strongly agreed that National Assembly
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Table 2 Assessment of Career Development in National Assembly, Nigeria- Abuja .  
 

S/N Questions 
5 
SD 

4 
A 

3 
U 

2 
D 

1 
SD 

Total 

B Career Development   % % % % % % 

B1 
National Assembly allow members to further develop 
themselves in their career  

25 38.25 15.25 16 5.5 100 

B2 
There is effective career development programmes in 
National Assembly  

33.25 36.25 13.75 12 4.75 100 

B3 
Advancement in career is a welcome development in 
National Assembly  

25 32.75 20.75 17.25 4.25 100 

D4 
Members of the National Assembly engaged themselves 
in different career development programmes  

31 31 12.75 16.75 8.25 100 

B5 
Career development is a ensure to success of the 
Assembly  

46 39. 5 5 6.5 3.5 100 

 
Source: Field Survey, 2020. 

 
 
allows members to further develop themselves in their 
career. 38.25% of the respondents agreed that National 
Assembly allows members to further develop themselves in 
their career and 15.25% of the respondents were 
undecided. 16% of the respondents strongly disagreed that 
National Assembly allows members to further develop 
themselves in their career and 5.5% of the respondents 
disagreed that National Assembly allows members to 
further develop themselves in their career. Table 2 
indicates that 33.25% of the respondents strongly agreed 
that there is effective career development programmes in 
National Assembly. 36.25% of the respondents agreed that 
there is effective career development programmes in 
National Assembly and 13.75% of the respondents were 
undecided. 12% of the respondents strongly disagreed that 
there is effective career development programmes in 
National Assembly and 4.75% of the respondents disagreed 
that there is effective career development programmes in 
National Assembly. Table 2 indicates that 25% of the 
respondents strongly agreed that advancement in career is 
a welcome development in National Assembly. 32.75% of 
the respondents agreed that advancement in career is a 
welcome development in National Assembly and 20.75% of 
the respondents were undecided. 17.25% of the 
respondents strongly disagreed that advancement in career 
is a welcome development in National Assembly and 4.25% 
of the respondents disagreed that advancement in career is 
a welcome development in National Assembly. Table 2 
indicates that 31% of the respondents strongly agreed that 
members of the National Assembly engaged themselves in 
different career development programmes. 31% of the 
respondents agreed that members of the National Assembly 
engaged themselves in different career development 
programmes and 12.75% of the respondents were 
undecided. 16.75% of the respondents strongly disagreed 
that members of the National Assembly engaged 
themselves in different career development programmes 
and 8.25% of the respondents disagreed that members of 

the National Assembly engaged themselves in different 
career development programmes. Table 2 indicates that 
46% of the respondents strongly agreed that Career 
development is  ensured to success of the Assembly. 39.5% 
of the respondents agreed that Career development is 
ensured to success of the Assembly and 5% of the 
respondents were undecided. 6.5% of the respondents 
strongly disagreed that Career development is ensured to 
success of the Assembly and 3.5% of the respondents 
disagreed that Career development is  ensured to success of 
the Assembly. 

Table 3 indicates that 34% of the respondents strongly 
agreed that National Assembly ensure adequate increase in 
policy formulation. 37.5% of the respondents agreed that 
National Assembly ensure adequate increase in policy 
formulation and 12.75% of the respondents were 
undecided. 13.25% of the respondents strongly disagreed 
that National Assembly do not ensure adequate increase in 
policy formulation and 3% of the respondents disagreed 
that National Assembly do not ensure adequate increase in 
policy formulation. Table 3 indicates that 34% of the 
respondents strongly agreed that National Assembly 
frequently increase the number of employees. 37.5% of the 
respondents agreed that National Assembly frequently 
increase the number of employees and 12.75% of the 
respondents were undecided. 13.25% of the respondents 
strongly disagreed that National Assembly do not 
frequently increase the number of employees, 3% of the 
respondents disagreed that National Assembly do not 
frequently increase the number of employees. Table 3 
indicates that 15.75% of the respondents strongly agreed 
that National Assembly timely passed yearly budget to the 
federal executive council for implementation. 37.25% of the 
respondents agreed that National Assembly timely passed 
yearly budget to the federal executive council for 
implementation and 11.25% of the respondents were 
undecided. 22% of the respondents strongly disagreed that 
National Assembly timely passed yearly budget to the
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Table 3: Assessment of Performance in National Assembly, Nigeria- Abuja. 
   

S/N Questions 
5 

SD 
4 
A 

3 
U 

2 
D 

1 
SD 

Total 

C Performance    % % % % % % 

C1 
National Assembly ensure adequate increase in 
policy formulation   

34 37 12.75 13.25 3 100 

        

C 2 
National Assembly frequently increase the 
number of employees  

15.75 37.25 11.25 22 13.75 100 

        

C3 
National Assembly timely passed yearly budget 
to the federal executive council for 
implementation  

11.5 26.5 23.5 25.5 13 100 

        

C4 
National Assembly adequately examined 
ministers of the federal republic of Nigeria 
based on approve criteria  

14 37.5 25.75 17.25 5.5 100 

        

C5 
National Assembly effectively and efficiently 
meet date line for all programmes  

34.75 36.5 14 9.75 5 100 

 

Source: Field Survey, 2020. 

 
 

Table 4: Descriptive Statistics for the Variables. 
 

Stats Ed Pf Crd 
Mean 4.27 3.45 3.15 
p50 4 3 3 
Sd 0.58 0.54 0.51 
Min 2 2 1 
Max 5 5 5 
Skewness -0.55 -0.34 -0.14 
Kurtosis 2.67 2.90 2.10 
N 308 308 308 

 

Source: Researcher’s Computation, 2020. 

 
 
federal executive council for implementation and 13.75% of 
the respondents disagreed that National Assembly timely 
passed yearly budget to the federal executive council for 
implementation. Table 3 indicates that 11.5% of the 
respondents strongly agreed that National Assembly 
adequately examined ministers of the federal republic of 
Nigeria based on approved criteria. 26.5% of the 
respondents agreed that National Assembly adequately 
examined ministers of the federal republic of Nigeria based 
on approved criteria and 23.5% of the respondents were 
undecided. 25.5% of the respondents strongly disagreed 
that National Assembly adequately examined ministers of 
the federal republic of Nigeria based on approved criteria 
and 13% of the respondents disagreed that National 
Assembly adequately examined ministers of the federal 
republic of Nigeria based on approved criteria. Table 3 
indicates that 14% of the respondents strongly agreed that 
the meeting room and facilities were adequate and 
comfortable. 35.5% of the respondents agreed that the 

meeting room and facilities were adequate and comfortable 
and 25.75% of the respondents were undecided. 17.25% of 
the respondents strongly disagreed that the meeting room 
and facilities were inadequate and uncomfortable and 5.5% 
of the respondents disagreed that the meeting room and 
facilities were inadequate and uncomfortable. Table 4 
indicates that 34.75% of the respondents strongly agreed 
that National Assembly effectively and efficiently meet date 
line for all programmes. 36.5% of the respondents agreed 
that National Assembly effectively and efficiently meet date 
line for all programmes and 14% of the respondents were 
undecided. 9.75% of the respondents strongly disagreed 
that National Assembly effectively and efficiently meet date 
line for all programmes and 5% of the respondents 
disagreed that National Assembly effectively and efficiently 
meet date line for all programmes. 

Table 5 below shows the descriptive statistics for all the 
variables used in this study. For education (Ed), the mean 
value is 4.27, median 4, minimum and maximum are 2 and
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Table 5: Regression Analysis . 

 
                                                              Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 0.100a 0.560 0.433 0.17192 
a. Predictors: (Constant), , Ed, Crd 
 
ANOVAa 

Model Sum of Squares Df Mean Square F Sig. 

1 
Regression 0.023 2 0.021 142.108 0.000b 
Residual 23.215 306 0.027   
Total 12.318 308    

a. Dependent Variable: Pf 
b. Predictors: (Constant), Ed, Crd 
 
Coefficientsa 

Model 
Unstandardized Coefficients Standardized Coefficients  

T 
 
Sig. B Std. Error Beta 

1 
(Constant) .413 0.043  1.521 0.000 
Ed .061 0.024 0.061 2.036 0.001 
Crd .040 0.059 0.040 0.612 0.008 

a. Dependent Variable: Pf 

 
Source: econometric output, 2020. 

 
 
5 respectively and standard deviation 0.58. There is no 
indication of outliers. Finally, for Performance (OP), the 
mean value is 3.45, median 3, minimum and maximum 2 
and 5 respectively and standard deviation is 0.54 with no 
indication of outliers. For career development (Crd), the 
mean value is 4.15, median 3, minimum and maximum are 
1 and 5 respectively and standard deviation 0.51. There is 
no indication of outliers. The skeweness statistics used 
indicate the direction of the normal distribution curve 
showed that, Ed, Crd and OP all had a negative distribution 
and they all tailed to the left-hand side of the normal 
distribution curve. Their skewness values gave  -0.55, -0.34 
and -0.14 respectively.  

 
 
Decision Rule: 5% level of significance  
 
The statistical decision rule of p- value states that the Null 
hypothesis should be accepted if P- value is greater than 
alpha value (that is, level of significant which is 0.05) 
otherwise it should be rejected while the Alternative 
hypothesis is adopted. The analysis shows a positive and 
significant effect of education (Ed) on Performance (OP) of 
National Assembly in Nigeria with a coefficient value of 
0.061, p-value < 0.05 at 0.001, disagreeing with the null 
hypotheses one of the study. This result implies that 
education positively affects performance within the 
National Assembly Abuja. In other words, the greater the 
education, the better the organization will perform. The 
study found a positive and significant effect of career 
development (crd) on Performance (OP) of National 

Assembly with a coefficient value of 0.04, p-value > 0.05 at 
0.008, agreeing with the alternative hypotheses of the study 
that there is significant effect of career development on 
Performance of National Assembly, Nigeria-Abuja. This 
result implies that education positively affects performance 
of National Assembly in Nigeria, Abuja. Furthermore, the F-
stat is 142.108 with a p-value of 0.000 which shows that the 
model is in good fit. The R2 value of 0.56 shows that the 
model explains about 56% of the dependent variable, the 
remaining 43% may be explained by other factors.  
 
 
 Discussion of findings 
 
The study found a positive and significant effect of 
development on Performance of National Assembly Nigeria, 
Abuja. This implies that employees development (education 
and career development) affect the performance of 
National Assembly in Nigeria, Abuja. The study is in line 
with the findings of Loa (2017) who found a statistical 
significant relationship between training/development on 
performance. However, the finding of this study disagreed 
with Alex et al. (2015) who found a statistical negative 
significant relationship between the training and 
development on performance.  The study is also in line with 
human capital development theory which states that 
training and education are the key competences, skills, 
knowledge and abilities of the workforce that contributes 
to performance. According to Human Capital Theory, 
training is an investment because it is believed that it could 
potentially bestow private and social benefits. Human
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capital theorists believe that training and earning power 
are correlated, which means, theoretically, that the more 
education one has, the more one can earn, and that the 
skills, knowledge and abilities that education provides can 
be transferred into the work in terms of productivity and 
profitability (Dae-bong, 2009). 
 
 

CONCLUSION AND RECOMMENDATIONS  
 

The analysis show that there is positive and significant 
effect of development on performance  of National 
Assembly in Nigeria. Other conclusions were that there is 
positive and significant effect of education on 
performance of National Assembly in Nigeria. This result 
implies that education positively affects performance of 
National Assembly Abuja. There is positive and significant 
effect of career development on Performance  of National 
Assembly in Nigeria. This result implies that career 
development positively affects performance of National 
Assembly Abuja. Furthermore, on a general view, this 
study concludes that development of employees will go a 
long way in significantly improving the overall 
organizational performance as the employees are more 
equipped to better discharge their responsibilities.  
 
 

Recommendation 
 

The study therefore recommended the followings:  
 

(1) National Assembly Abuja should continue to increase 
the level of  their employee education to improve their 
employees’ capacity in the organization and also to 
improve overall organizational performance.    
(2) Education policies and career development activities 
in organisations should continually   increased to ensure 
that employees learn new skills and have adequate 
knowledge  
since its affect on the overall performance of National 
Assembly in Nigeria, Abuja. 
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