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Introduction 
n the race of a global age, employee training and empowerment 

have been said to be indispensable components of strategic 

human resource management. It is a means of reducing 

uncertainty in the market place and achieving organizational goals. 

Every organization expects its employees to work towards the 

attainment of its mission and business goals (Yamoah, 2013). Human 

resources management pays attention to all aspects on how 

resources are employed and managed in an organization. This serves 

as the major key towards changing competitive advantage into a 

sustained competitive advantage by influencing the working of its 

employees. 
The abilities and capabilities of employees can be improved through 

training, empowerment and development of their qualities. 

Development of employees can be achieved through creating 

conditions to the growth of people’s self esteem by establishment of 

social, political and economic systems and institutions which promote 

human dignity and respect. Development can also be achieved 

through shift from commodity to human approach with investment in 

education and skill training (Broad, 1982). Every organization needs to 

have well trained and experienced people to perform the activities 

that have to be done. It is necessary to raise the skills levels and 

increase the versatility and adoptability of employees. The importance 

of training and development cannot be overemphasized; as such no 

organization can ignore the learning and development of its 

employees without seriously affecting their performance in a rapidly 

changing society. If organization wishes to maintain a viable and 

knowledgeable workforce then it has to commit reasonable resources 

to it (Punia, 2002). 

Training attempts to improve employee’s performance on the current 

job or prepare them for an intended job. Indeed, it is the cornerstone  
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of sound management for making employees more effective and productive. It is an integral part 

of the whole management programmed. Development, on the other hand, covers not only those 

activities which increase the job performance but also those which bring about growth of the 

personality, help individuals in the progress towards maturity and actualization of their potential 

capacities so that they become not only good but better and hold greater responsibility (Broad, 

1982). 

Human Resources Empowerment (HRE) has been described as a major industrial threat in the fast-

growing global economy (Pradhan & Panda, 2019). Empowerment as a concept has a great impact 

on efficiency and effectiveness of the organization and its implementation can help employees to 

obtain more flexibility in control of their tasks (SalehZadeih, 2006). The process of HRE may include 

various roles in organizations like engaging employees at work, improving employee productivity 

and retaining the talent, which ultimately lead to better organizational performance and individual 

satisfaction. 

 

STATEMENT OF THE PROBLEM 

It is apparent clear that; an organization cannot thrive in the global changing environment unless 

it is able to meet up with the global challenges facing the various sectors its operation. Such 

challenges may come up in areas like technology, where machines are invented to replace the work 

of human being in order to fast-track operations and increase productivity. These operations can 

no more be done by the people in the firm unless they acquire the knowledge, skill and potentials 

to operate these machines. Consequent upon this, organizations need to strategize on possible 

ways to improve their workers potentials through training, empowerment and development. 

There are a number of organizations that took the risk of laying off their staff and employ skillful 

personnel that operates modern machine. This caused them to incur a high cost of operation 

compared to training their available staff to meet up with a new technology. Most human resource 

development. The study is a quantitative that adopted the survey research design approach and 

the structured questionnaire was used as the survey instrument. The population of the study 

includes all the potato firms in Plateau State Nigeria. The study uses primary method of data 

collection. Data was analyzed using both SPSS 26 and PLS SEM data analysis software. Using 

regression analysis, the result of this study shows that there is a positive and significant 

relationship between training and human resource and also in development which mediates 

between human resource and job satisfaction. The finding also reveals that there is a negative 

relationship between empowerment and human resource. The study recommends that for 

companies to excel and add value to their nation economy there is need for them to invest more 

on training of their employees in order to develop their skills and knowledge of the job they 

perform. 
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managers ignore the sense of engaging their subordinates to participate in decision making which 

is a softer way of empowering and equipping employee with managerial competencies and skills, 

thereby bridging a gap that may create complexities in the affairs of the organization. A number 

of employees are virtue endowed with a lot of potentialities but lack motivational courage from 

their superiors to develop their talents. However, this study is aimed at investigating the 

significance of the relationship that exist between training, empowerment which are the 

independent variables to human resource as the dependent variable, while analyzing the 

significance of development as a mediating variable to the duo variables. 

 

RESEARCH QUESTIONS 

This study has a research question formulated as: 

i. How does training relate with human resource? 

ii. How does empowerment relate with human resource? 

iii.   How does development mediate between training and human resource? 

iv.   How does development mediate between empowerment and human resource? 

 

RESEARCH OBJECTIVES 

This study is aimed at achieving objective as follows: 

i. To evaluate the extent at which training relate with human resource. 

ii.    To evaluate the impact of employee training influencing human resource.  

iii. To evaluate the impact of employee empowerment in influencing human resource. 

iv. To evaluate the impact of employee development mediating between training and 

empowerment in influencing human resource. 

 

RESEARCH HYPOTHESIS 

i)    Directional Hypothesis  

• There is positive and significant relationship between employee training and human 

resources. 

• There is positive and significant relationship between employee empowerment and human 

resource. 

• There is positive and significant relationship on development mediating employee training 

and human resource.  

• There is positive and significant relationship on development mediating employee 

empowerment and human resource. 

ii) Non-Directional Hypothesis  

• There is no significant relationship between employee training and human resource. 

• There is no significant relationship between employee empowerment and human resource. 

•    There is no significant relationship on development mediating employee training and human 

resource. 

• There is no significant relationship on development mediating employee empowerment and 

human resource. 
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LITERATURE REVIEW 

A.  Conceptual Framework  

The Concept of Training 

Knowledge and skill can be acquired through training, observation and apprenticeship. Cole (1993) 

defined training as any learning activity which is directed towards the acquisition of specific 

knowledge and skills for purposes of an occupation or task. Training is the organization’s planned 

efforts to help employees gain the knowledge, skills, abilities, and work-related behaviour, with 

the goal of applying them on the job (Noe et al, 2016 as cited by Nuryanti & Masharyono, 2018). 

Nuryanti and Masharyono further states that training is a systematic process to change behaviours, 

knowledge and motivation of workers. It was found that those employees who have taken 

trainings were more capable in performing different task and vice versa. Thomas (1997) argued 

that employee training equips employees with skills that enable them to become more efficient 

and productive workers. Furthermore, employees who are well – trained often have higher 

motivation and morale because they feel that the company has invested in their ability and 

development (Yamoah, 2013). Yamoah (2013) further states that trained employees that are also 

more confident in their performance and decision – making skills. In addition, employees who learn 

new skills through training make good candidates for promotions because they have shown their 

ability to learn, retain and use information. Reliable, skilled employees can also be empowered to 

train other employees, the fact that reduces pressure for the management team. Cole (1993) said 

that in all training there is some education and, in all education, there is some training, and the 

training and education cannot be separated from development. Training is the cornerstone of 

sound management, for it makes employees more effective and productive. According to Chandra 

(1997), management of the organization firmly believes that human assets unlike other assets 

cannot be depreciated and must necessarily be appreciated over entire tenure. Therefore, training 

is regarded as investment and not a cost. Chandra further states that “employees today must have 

access to continual training of all types just to keep up, if you don’t actively stride against the 

momentum of skills deficiency, you lose ground”. Training consists of planned programme 

designed to improve performance at the individual, group, and/or organizational levels (Casio, 

1995). Training has immense potential in transfer and utilization of latest technical know-how, 

leadership development, organization of people, formation of self – help groups, mobilization of 

people as well as resources, empowerment of resource – poor rural mass, entrepreneurship 

development, etc, which are considered essential component of Human Resource Development. 

Training is about developing people as an individual and helping them to become more confident 

and competent in their lives and in their jobs (Cascio, 1995). Therefore, learning process is at the 

core of training and the ways of and opportunities for learning are numerous and varied. The vital 

objective of training is to build – up right ability and capability in the labour force so that they can 

perform to meet the needs, wants and expected returns of the employers. 

 

The Concept of Empowerment  

Empowerment is one of the most promising concepts in the business world hence has numerous 

definitions from various scholars. Sofaali (2003) as cited by Asgarsani, Duostdar and Rostami (2013) 

defined empowerment as a collection of systems, methods and measures to develop the capability 
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and competence of individuals to improve and increase productivity, organization development, 

growth and prosperity and human resources according to the organization’s goals are use. 

Empowerment refers to “the freedom and ability to make decisions and commitments” (Forester, 

2000). The employee empowerment is grounded on the assumption that employees are the 

unexploited source of knowledge, initiative and creativity. Fortier (2013) defined empowerment as 

the act of giving more responsibility to employees in the workplace. Fortier further explained that 

employee empowerment relates closely with the various concepts and techniques designed to 

democratize the workplace. The concept of empowerment also refers to the ability to do things; 

it means to be able to do (Gibson, 1991). Employees who feel strong sense of self – esteem, 

successful professional performance and progress in their work.  Asgarsani et al., (2013) opined 

that empowerment is not only giving power to employees but cause employees with learning the 

skills and motivation, could improve their performance. They further stated that empowerment is 

to provide the necessary resources available to employees and empowerment of development 

process. The former UN Secretary – General, Mr Banki – Moon at the international conference 

defines empowerment as the goal of ensuring that people have opportunities, they need to live 

better lives in dignity and security. He further stressed that it is an iterative process with key 

components including an enabling environment that encourages popular participation in decision 

– making that affects the achievement of goals like poverty eradication, social integration and 

decent work for all as well as sustainable development. 

Empowerment is also seen as giving people or groups the strength and knowledge needed to help 

them overcome their obstacles. Others are seeing empowerment as to give a person the 

confidence and education and where-with-all to be all that they can be. Nili Majunda (2012) opined 

that empowerment means active participation in decision making, equal opportunity, economic 

freedom, and the right to give opinion, access to the productive resources that can make enable 

to increase the earnings. It is giving the strength to fight against any inequalities and getting self 

respect and confidence. 

Pradhan and Panda (20190 argues that, “Empowering employees is moving on decision – making 
authority down the organizational hierarchy and granting power to employees to significantly 
affect the organizational performance. They also suggested that empowerment results from 
flattering of hierarchy, decentralization and increased employee participation. The concept of 
empowerment is always on debatable one. From the sociological research view point, 
empowerment focuses on granting, transferring or sharing power, that is the act of empowering. 
In contrast, research from psychological context, when empowerment is considered as an act, the 
emphasis is on the employer or superior or leader’s behaviour towards empowering others. On the 
other hand, when it is considered as a process or state, the emphasis is on the individual employee 
who feels a sense of being empowered. Therefore, the true nature of empowerment can be better 
understood by interpreting different perspective of empowerment by focusing on the various 
empowering practices (e.g., delegation of authority) on the psychological state of an individual 
employee (Pradhan & Phanda, 2019). 
 

The Concept of Development 

Development is a related process. It covers not only those activities which improve job 

performance but also those which bring about growth of the personality, help individuals in the 
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progress towards maturity and actualization of their potential capacities so that they become not 

only good employees but better men and hold greater responsibility (Yamoah, 2013). Development 

implies opportunities created to help employees grow. It is more of long term or futuristic in 

nature. Todaro (2001) as cited by Pradha and Phanda (2019) opined that development is not purely 

an economic phenomenon but rather a multidimensional process involving reorganization and 

reorientation of entire economic and social system. And that development is a process of 

improving the quality of all human lives with three equally important aspects. These are: - 

1. Raising people’s living levels i.e., incomes and consumption, levels of food, medical services, 

education through relevant growth processes.  

2. Creating conditions conducive to the growth of people’s self esteem through the 

establishment of social, political and economic system and institutions which promote human 

dignity and respect. 

3. Increasing people’s freedom to choose by enlarging the range of their choice variables e.g., 

variables of goods and services. 

Rashid (2020) view Development as Economic Growth which focuses on commodity output as 

opposed to people measures of growth in Gross National Product (GNP). 

 

Human Resource Management (HRM) 

HRM has been argued to be a replacement of the term ‘Personal Management in Organizations’. 

In this light, experts like Armstrong (1987) sees HRM as “old wine in new bottles”, while Guest 

(1987) argued that Human Resource Management is not a replacement but somehow differs from 

personnel management. Practically, it suggests that Human Resource (HR) tasks are majorly 

concerned with the administrative activities such as reward system, recruitment, promotion and 

so on. However, it does not make HR administrators is not regarded as a strategic business partner, 

therefore does not contribute to the success of the business. Storey (1995) defines HRM as “a 

distinctive approach to employment management which seeks to achieve competitive advantage 

through strategic deployment of a highly committed and capable workforce, using an integrated 

array of cultural structural and personnel techniques”, while Byars & Rue (2004) views HRM as 

“activities designed to provide for and coordinate the human resources of an organization”. In 

addition, Boxall & Purcell (2000) argues that “HRM” includes anything and everything associated 

with the management of employment relationships in the firm”. The words explain wider range of 

issues comprising policies such employment contract and ways in which employees may be 

involved and participate in areas not directly covered by the employment contract thus ensuring 

suitable work life. Furthermore, it goes beyond employment relations or industrial relations, which 

personnel management would have been able to render in organization. 

Generally, all managers in organizations are regarded as HR managers. College Deen, Matron, Sales 

managers and supervisors are all assumed to engage in HR management, but their effectiveness 

and efficiency depend on how HR system is being organized and managed in organizations. 

Therefore, medium and large organizations create HR department and equip it with HR specialist 

that can conveniently handle these activities. However, smaller organizations do engage in some 

of these activities, where the owner usually handles them. And in some other small businesses, 

clerical assistant is employed to handle the payroll systems, record keeping and other clerical work. 
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Supervisors and managers (Irrespective of their departments) are involved in recruiting, selecting 

and training prospective employees, as a result, these activities tend to shift their attention away 

from their primary assignments and reduce the time they spend on their core and other business 

areas. 

 

The Impact of Training, Development and Empowerment on Human Resource Management 

Empowering human resources is an essential management practice, which enhances the efficiency 

of an organization. It is not secret that human resources have always been considered as the most 

important factor to achieve development (Rajaeipor, 2007). Human Resource Empowerment has 

been defined as the autonomy and freedom provided to employees to take decisions on their own 

and take responsibility for their actions (Kriemadis & Papaioannou, 2009). Considering HRE as an 

integrative approach, Menon (2001) includes psychological empowerment and structural 

empowerment for the study of HRE in the organization. She further stated that psychological 

empowerment is depended on employees’s intrinsic motivation; issues like need for achievement, 

growth and power are significant determinants of psychological empowerment while structural 

empowerment investigates the power which an employee exercises at the work place. Structural 

empowerment is basically related to the structure of the organization (Prasud, 2001). Kanter (1977) 

stated that structural empowerments result in organizational outcomes such as job satisfaction, 

job stress, organizational commitment, job turnover and absenteeism. 

Training is a short-term process utilizing a systematic and organized procedure by which non-

managerial personnel learn technical knowledge and skills for a definite purpose. Development is 

a long – term educational process utilizing a systematic and organized procedure by which 

managerial personnel learn conceptual and theoretical knowledge for general purpose. With 

technology creating more deskilled workers and with industrial workers being replaced by 

knowledge workers, training and development is at the forefront of Human Resource 

Development (Broad, 1982). According to Saxena and Kakkar (2000), the formulation of proper 

training policy becomes essential with the need for planning to suit the changing business 

environment, absence of training policy results in low productivity and unhealthy results. In the 

field of human resource management, training and development is the field concerned with 

organizational activity aimed at bettering the performance of individuals and groups in 

organizational settings. Accordingly, training and development programmes are combined 

together for developing skills as well as basic attitudes, leading to continued personal growth. 

B. Theoretical Review and Framework 

This study is designed to use a theory that underpinned the relationship among employees 

training, empowerment, development and human resource management. The underpinning 

theory is “AMO Theory (Ability, Motivation and Opportunity) to participate”. According to AMO 

theory Ability, Motivation and Opportunity are the three-independent work – system elements 

that form employee characteristics and eventually lead to organizational success. Through these 

three components, organizational interests are best served due to the fact that AMO theory paves 

the way for line managers to use effective approaches that result in employee motivation using HR 

policies and practices (Bos – Nehles, Riemsdijk & Looise, 2013, p.3 as cited by Taha, 2020).  
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Firstly, Ability refers to those practices that HR undertakes to ensure that employees have or gain 

required skills, knowledge and ability to perform their task with minimum supervision as Yahaya, 

Tan and Jay (2017) states that ability – enhancing HRM practices are the practices that increase the 

employee’s abilities and competencies to achieve organizational goals. On the other hand, ability 

enhancing practices also refer to those practices that are taken to ensure effective recruitment 

and selection process to hire the right employees who have the right skills for the role 

requirements. In addition to recruitment and selection, ability enhancing HRM practices cover 

training and development practices as well, which provide employees with the necessary skills and 

knowledge to perform tasks (Yahya, et al., 2017; Taha, 2020). 

Secondly, motivation refers to employee performance and amendment policies performed by HR 

to manage motivation in the organization. It also refers to the ways in which the employees are 

motivated to put more and extra efforts in performing assigned tasks mainly by rewarding them 

for the efforts they have already put in their jobs “motivation enhancing HRM practices within the 

organizations to perform better which included contingent rewards and performance 

management” (Taha, 2020, pp.9). Motivation enhancing practices can be performed in different 

forms, for example an organization can increase motivation through communicating performance 

feedback, to their employees or through providing them with financial rewards. 

The last component is the opportunity – enhancing HRM practices which aim at engaging 

employee involvement through providing opportunities. According to Bello – Pintado, 2015; and 

Yahya et al., 2017) cited by Taha (2020), opportunities – enhancing HRM practices are referred to 

as the practices that delegate decision making authority and responsibility from top level hierarchy 

through information sharing. This practice strengthens employee trust in the organization and it 

fastens organization growth through collective work (Bos – Nehles et al., 2013 & Taha, 2020).  

 
Fig. 1 Conceptual Research Framework 

 

C. Empirical Review and Framework 

Many studies have been carried out by researchers, addressing the relationship between training 

and development, empowerment and human resource. For instance, Nuryanti and Masharyono, 

(2018) wrote on “the Effect of Training and Empowerment in improving Job Satisfaction” and found 

out that Job Satisfaction has direct and positive influence of about 95.3% to training and equally 

shows that empowerment has significant relationship with job satisfaction, thus the study 

Employee Training 

Employee 

Empowerment  

Employee 

Development  
Human Resource  
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recommended that companies continue to improve effective training and enhance empowerment 

to their employees. This is similar to the study conducted by Nawaz et al., 2014 on the “Impact of 

Employee Training and Empowerment on Employee creativity through Employee Engagement and 

found out that Employee engagement partially mediates the relationship between HR practices 

and employee creativity, and recommended that employees of the organization must be engaged 

in training and empowerment. 

In another vein, there is empirical evidence from the research of Emanuel Erastus Yamoah (2013), 

on the topic “Employee Training and Empowerment: A Conceptual Model for Achieving Job 

Performance”. Based on the research findings, the result shows that there is significant 

relationship between training and employee empowerment on Job performance, the study also 

hypothesized model proposed that a combination of employee training and employee 

empowerment would lead to high Job performance. 

In another research conducted by Shodeinde Olubukunola on “Personnel Training and 

Development as a Tool for Organizational Efficiency in 2015, the result findings show that employee 

training relatively influence employee commitment positively and suggested that the organization 

should be involved in more training programmes that would enhance the skills of its employees. 

 
Fig. 2 Hypotheses Model 

 

METHODOLOGY 

The purpose of this research is to establish the impact of training and empowerment on human 
resource, mediated by employee development. Therefore, the independent variable assumed to 
be training and empowerment while human resource stands as the dependent variable, thus the 
study is trying to mediate the relationship that exists between the dependent and the independent 
variables. 
The study adopted the survey research design method and quantitative approach. Structured 
questionnaires were used as the survey instrument. The chosen method is known for its economies 
in terms of time and resources. Since it is not feasible to collect data for the entire statistical 
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population, a sample which is a representative of the population was drawn from the employees 
of potato companies. The research uses primary data collection method that contains 20 relevant 
questions regarding training, empowerment, development and human resource. 
 

RESULT FINDINGS AND INTERPRETATION 

Gender Frequency Percent Valid 
Percent 

Cumulative Percent 

Valid Male 72 72.0 72.0 72.0 

Female 28 28.0 28.0 100.0 

Total 100 100.0 100.0  

Table 1.1  

 

Age Frequency Percent Valid Percent Cumulative Percent 

Valid 18-30 14 14.0 14.0 14.0 

31-40 14 14.0 14.0 28.0 

41-50 28 28.0 28.0 56.0 

51-60 15 15.0 15.0 71.0 

60 above 29 29.0 29.0 100.0 

Total 100 100.0 100.0  

Table 1.2  

 

Descriptive Statistics N Minimum Maximum Mean Std. Deviation 

Training 100 2.60 5.00 3.7900 .86614 

Empowerment 100 3.40 5.00 4.2380 .45099 

Development 100 3.00 4.40 3.7980 .44084 

Human resource 100 2.20 4.60 3.5060 .97253 

Valid N (listwise) 100     

Table 1.3  

 

RESULT AND DISCUSSION 

Regression analysis has been carried out with the help of SPSS 26 to investigate the impact of two 

dimensions of Human Resource Practices, namely employee training and employee empowerment 

(Table 1.4 and table 1.5). Regression model confirms that in total of all the two dimensions, 

employee training (R2 0.817; F = 215.986; Sig 0.000) and Employee Empowerment (R2 0.813; Sig 

0.000) in other word Employee training and Employee Empowerment altogether explained 93.63% 

of the total variable. 

  
Table 1.4  



 

TIMBOU-AFRICA ACADEMIC PUBLICATIONS 
AUGUST, 2022 EDITIONS, INTERNATIONAL JOURNAL OF: 

 

TIJFRMS 
 

FINANCIAL RESEARCH & MGT. SCIENCE VOL. 10 

111 
ISSN: 2773-1040 

The coefficient of Pvalue (sig.) of 0.000 on training and 0.054 on Empowerment is constant to 

Pvalue 0.347 of the regression coefficient to human resource. 

 

 
Table 1.5 

 

 
Table 1.6  

 

 

 
Table 1.7  



 

TIMBOU-AFRICA ACADEMIC PUBLICATIONS 
AUGUST, 2022 EDITIONS, INTERNATIONAL JOURNAL OF: 

 

TIJFRMS 
 

FINANCIAL RESEARCH & MGT. SCIENCE VOL. 10 

112 
ISSN: 2773-1040 

 
Table 1.8 

 

Moreover, standardized Coefficient β and T values also depict positive and significant impact of 

Employee training on Human Resources (β = 0.921; t = 20.5) Employee Empowerment on Human 

resource (β = -0.088; t = - 1.954) which shows that there is negative and insignificant relationship 

between Empowerment and human resource. Hence hypotheses H1 supported the relationship but 

also rejected H2. 

Mediation Analysis: Baron and Kenny (1986) specified three conditions for mediation analysis: (1) 

Independent and mediating variable must be significantly correlated (2) Independent and 

dependent variable must be significantly correlated (3) Upon the introduction of mediating 

variable, the impact on dependent variable by independent variable will significantly decrease. 

 

 
Table 1.9  

 

In table 1.9 above in first step, regression was performed between independent variable (Training 

& Empowerment) and mediating variable (development); result showed the significant impact of 

(i) training on development β = 0.441; T = 5.003 and P value = sig 0.000) (2) also significant on 

Empowerment on development (β = 0.219; and Pvalue = sig 0.015). 
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Table 1.10 

 

In third step regression was performed between development (mediator) and human resource 

(Dependent) and the result showed the significant impact of (1) development on human resources 

(β = 0.213; t = 2.163 while Pvalue sig = 0.033). Hence confirmed a full mediation of employees’ 

development and human resources and this led us to accept H3 as significant. 

 

CONCLUSION AND RECOMMENDATION 

The present study has examined the relationships among HRM practices (Training and 

Empowerment) to Human resource and the act of mediation between the predictors of HRM 

(Training and Empowerment) and development as a link to achieving Human Resource. The 

findings prove the validity of AMO theory which states that Ability enhancing HRM practices are 

the practices that increase the employee’s abilities and competencies to achieve organizational 

goals. Secondly, component of motivation suggests that if employees are motivated, they put 

more and extra effort in performing assigned tasks mainly by rewarding them for the efforts they 

have already in the jobs. Thirdly, the opportunity component suggests that when employees are 

engaged to involve in decision making authority and delegated assignment from top level 

hierarchy through information sharing would trigger organizational growth and goals 

achievement. 

This study also found that when employees are given training and Empowerment, they feel that 

the organization is more concerned about them. And the sense of consideration leads the 

employees towards employee development which ultimately results into human resources 

management of Potato firms in Plateau State. This conform with the work of Nuryanti et al, (2018) 

who wrote on the ‘Effect of Training and Empowerment in Improving Job Satisfaction’ and found 

that training and empowerment has positive influence on job satisfaction. Hence the author here 

recommends that organizations should employ different modes of employee development 

techniques so as to enhance their capacity and become resourceful. 

The study also reveals that there is negative and insignificant relationship between empowerment 

and human resource. This contradict with the work of Nawaz et al, (2014) who wrote on the ‘Impact 

of Training and Empowerment on Employee Creativity through Employee Engagement’ and found 

that employee empowerment has positive influence on employee creativity. And hence the author 
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recommends that more researches should be carried out on this aspect in order to justify the 

hypothesis. 

The findings of this study show that when employees are equipped with skillful knowledge, they 

become developed and this will eventually lead to human resource development of Potato firms 

in Plateau State. This also correspond to the work of Milhem et al, (2014) who wrote on ‘Training 

Strategies, Theories and Types’ and their results revealed that successful training strategies lead 

to human development in any organization. Hence the author recommends that organizations 

should invest more on training of their employees in order to develop their skills and knowledge 

of the job they perform, and that will eventually lead to attain employee development. 
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