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Abstract— This study examined the influence of 

professional training on employee performance with 
particular reference to accounting and auditing firms. The 

study uses a purposive sampling method to select the best 

ten accounting and auditing firms, while a structured 

questionnaire was used to collect data from the 

respondents. Data analysis was performed with the aid of 

percentage, mean and OLS. The result established that 

professional training has a positive and significant 

relationship with employee performance. The study also 

affirmed that staff of the selected accounting and auditing 

firms were trained via on-the-job training, team discussion 

or seminar, classroom training, conference method, 

programmed instructions, off-the-job training, and 
vestibule or training center training. The study also 

confirmed that that open-mindedness of trainers and 

trainees is the most major factor affecting professional 

training, followed by lack of specialized training, lack of 

management support, type of training implementation, 

content and expertise, lack of qualified and experienced 

auditing educators, lack of attention towards auditing 

training by the auditors, emotional intelligence and 

employees individual attitude and job-related factors. The 

study, therefore, concluded that effective professional 

training is a veritable tool for employee performance in 
accounting and auditing firms.  Subsequently, the study 

recommended that the management of accounting and 

auditing firms should encourage their staff to attend 

seminars and conferences locally and abroad. Thus, it will 

empower them with an array of accounting and auditing 

skills. 

 

Keywords: On-the-job training, Team discussion, 

Conference method, Vestibule, Performance,  

I. INTRODUCTION 

Auditing firms are professional organizations and expertise 

and human capital-intensive industry. Their contributions 

to Nigeria's economy cannot be underestimated. The sector 

plays an important role as a ‘gatekeeper’ to public capital 

markets. By attesting to the accuracy of a company’s 

financial statements. However,  studies have shown that the 

incessant distressed syndrome facing numerous companies, 

especially the crisis in the banking and manufacturing 
sectors in Nigeria has been attributed to the failure of 

accounting and auditing firms to carry out their duties as 

expected (Adeyemi, Okpala, and Dabor, 2012). In line with 

assertion, Demaki (2011) argues that accounting and 

auditing firms find it very difficult to audit Nigerian 

companies as a result of business activities, illiteracy, 

moral laxity, lack of adequate technical skill and training.  

In the same vein, Arens, Elder, Mark (2012) believe that 

auditors may not have the training in auditing techniques to 

verify that companies made the right choices. This implies 

that one key challenge of fair value accounting is the lack 

of knowledge by auditors. 
Professional training has been documented in 

human resource management literature and acknowledged 

by scholars, researchers, and professionals as a vital 

managerial tool that enhances employee performance.   

Human resource management researchers note that training 

is a process that enables employees to obtain and develop 

expertise, skills, and attitudes to enhance work performance 

and maintain organizational competitiveness (Kiweewa and 

Asiimwe 2014; Elnaga and Imran, 2013). Training sets out 

from the operational needs of a company to advance the 

professional capabilities of employees, such as knowledge, 
skill, and behavior (Nawaz, Masoodul, & Saad, 2014; 

Amin, Saeed, & Lodhi, 2013). To promote audit quality, 

accounting professionals require continuing professional 

training for auditors.  The knowledge of a professional 

organization is mostly found in human capital which is 

fostered by the experience and skills obtained from 

academic education and training. Audit firms cultivate 
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employees’ expertise, skills, and behaviors through 

professional training. 
Training and employee performance have been 

independently investigated and conceptualized in different 

ways. However, empirical results show that few studies 

have investigated the influence of professional training on 

employee performance in accounting and auditing firms. 

Since there is little literature that focuses on the connection 

between professional training and employee performance, 

this research will help to better understand this relationship 

and the goal of evaluating professional training, thereby 

filling the gaps in the literature. This current research is 

expected to provide accounting professional bodies, 

stakeholders, and policymakers with the importance of 
professional training to accelerate effective auditing.  

In light of the above background, the aim of the 

study is to examine the influence of professional training 

on employee performance within the accounting and 

auditing firms in Nigeria. The specific objectives included 

are as follows:  

(i) To find out training methods employed by the 

selected accounting and auditing firms. 

(ii) To determine the relationship between 

professional training and employee performance. 

(iii) To identify factors affecting training in the 
accounting and auditing firms. 

 

Theoretical Framework 

The theoretical framework of this study emanated from 

different studies relating to the human capital development 

theory. The human capital development theory is the most 

used theory in relation to employee performance (Daramola 

& Daramola, 2020).  The theory postulates that people that 

are vast in education are more prone to performance 

(Kouloubandi, Jofreh, & Abdnejadi, 2017; Thang et al., 

2010). Human capital development theory is based on the 

value of education and indicates that people have a 
spectrum of accounting and auditing skills that gear 

towards performance (Halawi & Haydar, 2018).  Marlowe, 

Brown, and Zheng (2016) support the position of human 

capital development theory that once internal auditors are 

not trained, it is perceived as a challenge to the internal 

audit and these challenges have a negative impact on their 

role performance. According to Beck, Frecka, and Solomon 

(1988), an individual possessed the right set of skills or 

capabilities that can be improved through training and 

education. As auditors accumulate human capital (training), 

their role performance should enhance as they are ready to 
take part in audit training, conference, and seminars. If 

human capital increases with additional education, the role 

performance of auditors should theoretically increase in 

proportion to the number of auditing skills he or she 

acquires (Nishantha, 2017).  

Ariani, (2013) affirms that human capital 

development theory is the most appropriate approach for 

professional training programs.  Thus, this theory advocates 

that on-the-job training, mentoring, job rotation, attending 

conferences, workshops, and seminars, can influence 

employee performance. In a similar study, Majovski, and 

Davitkovska (2016) establish that human capital 
development theory is relevant in articulating the 

performance of auditors who would have been exposed to 

professional training programs. In agreement with the 
human capital development theory, Kouloubandi, Jofreh, 

and Abdnejadi (2017) opine that if auditors are well 

equipped with a spectrum of auditing skills, attitudes, and 

culture, Africa Nations will be transformed economically, 

and industrially. Therefore, the theory urges that if the 

country wants to promote audit quality, the audit firms 

require continuing professional training for auditors.  

Professional Training and Employee Performance 

Prior studies affirm that the concept of training has gained 

more popularity in human resources due to its positive 

association with employee performance (Ariani, 2013). 

According to Tahir, Yousafzai, Jan, and Hashim (2014), 
training is an aspect of capacity building in any 

organization that is carried out to improve staff 

performance and to enable an organization to meet its 

goals. Azeem, Rubina, and Paracha (2013) view training as 

an improvement and upgrade of the skills and knowledge 

of the employees, which ultimately adds to the job 

performance. Empirical research validates the positive link 

between training and employee performance. For instance, 

Sendawula et al., (2018) examine the effect of training on 

employee performance in Uganda’s health sector. Their 

findings evident that training has a significant effect on 
employee performance. The study conducted by Chen, 

Yang, and Yang (2020) in Taiwan’s audit firms, reveal that 

professional training is positively associated with the 

operating performance of audit firms. Furthermore, audit 

firms skillfully exploit employees with higher academic 

qualifications to improve their operating performance.  

In the same perception, Nishantha (2017) 

investigates the impact of training and development on job 

performance in Sri Lanka’s audit company. The study 

reaffirms the positive link between training and job 

performance. Daramola and Daramola (2020) also examine 

the impact of training on employee performance with 
particular reference to the Nigerian Aviation Handling 

Company. The resulting proof that training is a very strong 

predictor of employee performance. Nawaz et al. (2014) 

argue that training enhances the psychological state of 

involvement, commitment, attachment, mood, which 

impacts an individual’s performance. The study of 

Amanda, Kerstin, Catherine, and Emma (2013) also attest 

that through training, employee engagement is increased by 

promoting a positive attitude characterized by vigor, 

dedication, and absorption. Ariani, (2013) also concurs 

with the previous studies that training has a positive 
association with employee performance.  In addition, 

Hameed and Waheed (2011) are of opinion that a well-

trained employee may demonstrate a high level of 

performance because of the skills and confidence they 

possess.  Based on the above consensus empirical findings, 

the following hypothesis is proposed: 

H1: Professional training has a positive association 

with employee performance  

 

Methodology  

Research Design: The study adopts a descriptive research 

design. A descriptive research design is more appropriate 
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because the study seeks to build a profile about the 

relationship between training and employee performance in 
audit firms. 

Sampling Technique and Sample Size:  The study uses a 

purposive sampling method to select the best ten 

accounting and auditing firms (KPMG Nigeria, Deloitte 

Nigeria, PWC, EY, Grand Thornton, Accenture Inc., 

Mckinsey and company, Horwath Dafinone, SIAO, and 

Olushola and Adekanola). The judgmental method was 

used to select 15 respondents from each of the selected 

accounting and auditing firms, making a total of 150 

respondents as the sample size for the study. The selection 

of these accounting and auditing firms is based on the fact 

that they are awarded the best accounting and auditing 
firms in 2021 and it is assumed that they have the same 

human resources policy.  

Method of Data Collection: The main data collection 

method was primary data collection. The primary data were 

sourced through structured questionnaires designed for the 

survey.  The respondents were invited to participate in the 

survey with the approval of the Human Resource Manager 
of the selected auditing firms. The research instrument was 

administered with the aid of four research assistants. 

Participants were informed that there were no correct or 

incorrect answers to the question and were told that they 

could advise the interviewer if they did not want to answer 

the question. 

Data Collection Instrument: The data collection 

instruments for the study comprise of professional training 

scale, employee performance scale and factor affecting 

training scale. These scales were developed and validated 

by Sajuyigbe and Amusat (2012), Ariani, (2013) and 

Daramola and Daramola (2020) respectively. The 
professional training scale developed by Sajuyigbe and 

Amusat was used to measure training. The questionnaire 

has 9 items in phrase form and is anchored on 5-point 

Likert type scale with the following degree of response:  

Strongly Disagree (1), to Strangly Agree (5). For the 9 

items, the authors reported reliability alpha coefficient of 

0.845. The employee performance scale was developed by 

Ariani, (2013).  It is a 7-point Likert type scale with 

response format ranging from strongly agrees (5) to 

strongly disagree (1). The 7-item scale measured 

performance of auditors.  For the 7 items, the author 
reported reliability alpha coefficient of 0.89.  The factor 

affecting training scale was used to identify THE factors 

affecting training in accounting and auditing firms. It was 

developed and validated by Daramola and Daramola 

(2020).  It is a 7-point Likert type rating scale with the 

following degree of response: Strongly agree (5); Agree 

(4); Uncertain (3); Disagree (2); and Strongly disagree (1).   

For the 7 items, the authors reported reliability alpha 

coefficient of 0.79.   

Validity and Reliability: The validity of the instrument 

was determined via face and content validity by experts in 

accounting and auditing from the secretarial Institute of 
Chartered Accountants of Nigeria (ICAN) Osogbo branch, 

Osun State. The reliability of the instrument was also tested 

through a pilot study with 20 auditors. Additionally, 

Cronbach’s alpha values were obtained for the instrument 

reliability, and all were in an acceptable range for 

professional training (0.85), employee performance (0.88), 
and factors affecting training (0.81).   

Data Analysis Technique: Data analysis was performed 

with the aid of percentage, mean and ordinary least square 

(OLS) method of estimation.  

Results and Discussion 

Basic Demographics of the Participants   

To gain insights into participants' basic demographics, 

study questions about their age, gender, marital status, and 

qualification. The number respondents under 29 years are 

20%, respondents in the age bracket of 30-39 years are 

40%, while age 40 - 49   30%, whereas respondents of age 

50-above are 10%.  This means that most of the auditors 
were young people and energetic. This connotes that 

accounting and auditing firms can still contribute 

significantly to the sustainable development in Nigeria.  

The majority of respondents were male with 58%, while 

female represent 42%. Deduction to be made from this 

finding is that the sampling is still said to be gender 

sensitive. It was observed that majority of respondents were 

married 80% while singles constitute 20%.  The level of 

education of the respondents ranged from HND/B.Sc to 

masters and professional certificate. 30% of the 

respondents had BSC/HND; 20% were MBA holders while 
50% had professional certificates such as ICAN, ACA, etc. 

This shows that majority of the respondents have formal 

education. This implies that their responses may not be 

misleading or borne out of ignorance. 

Table 1:  Distribution of Respondent by training 

Statement  N Mean  Ranked  

Professional training organized 

by my audit firm has inspired 

me to acquire more skills and 

knowledge. 

50 3.94 6th 

As a result of training attended, 

I have discovered my  auditing 

skills 

50 4.01 3rd 

Professional training organized 

by my audit firm enables me to 
achieve my work objectives  

 

50 3.98 5th 

Professional training organized 

by my audit firm enables me to 

finish my work timely. 

50 3.67 9th 

Professional training has 
positive impact on my 

intellectual development. 

50 4.05 1st 

I am now more inspired to meet 

my goals at work due to staff 

trainings.  . 

50 4.03 2nd 

Professional training I received 

has helped me to   interact with 

others. 

50 3.71 8th 
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In my organization, employees 

adapt quickly to difficult 

situations due to staff training. 

50 3.99 4th 

Professional training organized 
by my audit firm empowers 

employees to always keep 

going when the going gets 

tough  

 

50 3.85 7th 

 

Table 1 reveals the distribution of the respondents by 

professional training. It was revealed that professional 

training has a positive impact on the intellectual 

development of the auditors with the highest mean value of 

4.05. Others in ranking order are;  I am now more inspired 

to meet my goals at work due to staff training (M = 4.03),  

as a result of training attended, I have discovered my 

auditing skills ( M = 4.01), In my organization, employees 

adapt quickly to difficult situations due to staff training ( M 

= 3.99), professional training organized by my audit firm 
enables me to achieve my work objectives ( M = 3.98), 

professional training organized by my audit firm has 

inspired me to acquire more skills and knowledge ( M = 

3.94), professional training organized by my audit firm 

empowers employees to always keep going when the going 

gets tough ( M = 3.85), professional training I received has 

helped me to interact with others ( M = 3.71) and 

professional training organized by my audit firm enables 

me to finish my work timely ( M = 3.67). This connotes 

that training of auditing staff members has equipped them 

with a series of array skills that enable them to discharge 

their best for the betterment of the accounting and auditing 

in Nigeria. 

Table 2: Distribution of Respondents of training 

methods 

Statement  Mean Remark   

Class room training  3.62 Accepted  

Off-the- job training 3.20 Accepted 

On- the- job training 3.80 Accepted 

The Conference Method 3.58 Accepted 

Team Discussion or seminar 

3.69 Accepted 

Programmed instructions 

3.24 Accepted 

Vestibule or Training Center 
Training 

3.05 Accepted  

Grand Mean 3.45 

 

The above table 2 scores a grand mean of 3.45 which is 

above the criterion mean of 3 indicates that all the above-

listed training methods are explored by the management of 

the selected accounting and auditing firms.  Furthermore, 

results in Table 2 reveal that majority of the respondents 

were trained via on-the-job training (M = 3.80) followed by 

team discussion or seminar (M = 3.69), classroom training 
(M = 3.62), conference method (M = 3.58), programmed 

instructions (M = 3.24), off-the-job training (M = 3.20) and 

vestibule or training center training (M = 3.05). This 

indicates that accounting and auditing firms employed all 

training techniques just to ensure that their staff acquires an 

array of accounting and auditing skills which eventually 

enhance their performance positively. This development is 

sending a positive signal to the sector for sustainability in 

the country. 

Table 3: Factors affecting Professional Training in 

Accounting and Auditing Firms 

Statement  Obs  WMS Remark   

Lack of management 

support 

150 4.01 Accepted  

Open mindedness of trainer 

and trainees  

150 4.20 Accepted 

Type of training 

implementation, content and 

expertise   

150 3.98 Accepted 

Lack of qualified and 
experienced auditing 

educators 

150 3.90 Accepted 

Emotional intelligence  150 3.69 Accepted 

Lack of attention towards 

auditing training by the 

auditors. 

150 3.71 Accepted  

Employees individual 

attitude and job related 

factors  

150 3.64 Accepted  

Grand Mean  3.79 

Note: Obs = Observation, WMS = Weighted Mean Score  

Above Table 3 scores a grand mean of 3.79 which 

is above the criterion means of 3. This shows that 

respondents agreed that the above-listed items are the 

factors affecting professional training in accounting and 

auditing firms. Furthermore, results showed that open-

mindedness of trainers and trainees is the most major factor 
affecting professional training with a weighted mean score 

of 4.20, followed by lack of specialized training, lack of 

management support (WMS = 4.01), type of training 

implementation, content, and expertise (WMS = 3.98),  

lack of qualified and experienced auditing educators (WMS 

= 3.90),  lack of attention towards auditing training by the 

auditors (WMS = 3.71), Emotional intelligence (WMS = 

3.69, and employees individual attitude and job-related 

factors (WMS = 3.64). The result agrees with Haslinda and 

Mahyuddin (2009) who found that lack of support from top 

management and peers, employees’ individual attitudes, 
job-related factors, and also the deficiencies in training 
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practice are the main factors that affect the effectiveness of 

training.  In another study, Anyanwu (2000) reported that 
lack of specialized training, lack of management support, 

lack of qualified and experienced educators, and lack of 

basic infrastructural facilities are the major factors affecting 

effective training. In the same vein, Birdi (2005) found that 

poor managerial support or an unfavorable departmental 

climate could limit the impact of creativity training with 

regard to influencing idea implementation. Saks and 

Haccoun (2007) also stated that the psychological states of 

trainees especially motivation, self-efficacy, perceived 

control and the realities of the organizational context affect 

the training outcomes. 

 

Testing of Hypothesis 

 

H1: Professional training has a positive association with 

employee performance  

 

Table 4: Result of regression Analysis 

Mo

del 

R R 

Squar

e 

Adjusted 

R 

Square 

Std. 

Error of 

the 

Estimate 

Durbin-

Watson 

1 .869a .755 .750 .22687 1.371 

Model Sum of 
Squares 

Df Mean 
Square 

F Sig. 

1 

Regres

sion 
7.609 1 7.609 

147.8

40 
.000b 

Residu

al 
2.471 48 .051 

  

Total 10.080 49    

Model Unstandardized 

Coefficients 

Standard

ized 

Coeffici

ents 

t S

i

g

. 

B Std. 

Error 

Beta 

1 

(Constant) .882 .317 

 

2.781 

.

0

0

8 

staff 

performan

ce 

.824 .068 .869 
12.15

9 

.
0

0

0 

 

Table 4 shows that professional training has a 

positive link with employee performance of the selected 

accounting and auditing firms (F (1, 48) =17840; R2 =0. 

.755; P <.01). The predictor variable independently 

explained 75.5% of the variance of employee performance, 

indicating that professional training contributes 75.5% to 

employee performance.  The estimated Durbin - Watson 

value of 1.371 clears any doubts as to the existence of 
positive first order serial correlation in the estimated model. 

The model was constructed to test the hypothesis that 

professional training has a positive association with 

employee performance. The F-statistic of 147.840 indicates 

that the overall regression plane is statistically significant. 

The study concurs with previous studies that professional 
training is positively associated with the operating 

performance of employees (Chen et al., 2020; Daramola 

and Daramola, 2020; Sendawula et al., 2018; Nishantha, 

2017; Azeem et al., 2013). Therefore, H1 is accepted.  

Conclusion and Recommendation  

Based on the research findings, the study established that 

professional training has a positive and significant 

relationship with employee performance of the selected 

accounting and auditing firms in Nigeria. The study also 

affirmed that staff of the selected accounting and auditing 

firms were trained via on-the-job training, team discussion 

or seminar, classroom training, conference method, 
programmed instructions, off-the-job training, and 

vestibule or training center training. 

The study also confirmed that that open-mindedness of 

trainers and trainees is the most major factor affecting 

professional training, followed by lack of specialized 

training, lack of management support, type of training 

implementation, content and expertise, lack of qualified 

and experienced auditing educators, lack of attention 

towards auditing training by the auditors, emotional 

intelligence and employees individual attitude and job-

related factors. The study, therefore, concluded that 
effective professional training is a veritable tool for 

employee performance in accounting and auditing firms.  

Subsequently, the study recommended that the 

management of accounting and auditing firms should 

encourage their staff to attend seminars and conferences 

locally and abroad. Thus, it will empower them with an 

array of accounting and auditing skills. 

Area for Further Studies   

This study is limited to professional training and employee 

performance in accounting and auditing firms. In order to 

expand knowledge on this topic, therefore, further studies 

could be replicated in other sectors such as the service 
sector, health sector, communication sector, etc. The study 

concentrated on training, whereas, further studies can 

include dimensions of training such as job rotation, 

mentoring, on-the-job training, off-the-job training, etc. 

Further studies should also look at moderating or mediating 

effects between the variables under study.  Also, the study 

used only questionnaires whereas, interviews can be 

included for further studies. The study also used only a 

quantitative approach, meanwhile, both qualitative and 

quantitative techniques can be used in future studies. 
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