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Abstract 

Electronic learning (e- learning) is an indispensable strategic tool for enhancing employee 

performance with the believe that it will earn them competitive edge. Knowledge is meant to 

be gained without hindrance, the conventional learning system no longer stand the test of 

time. This encourages cheating of different sort, impersonation during promotional exams. A 

functional e-learning platform that will bridge the gap and maintain status quo is highly 

needed. This system was developed to create a learning platform that is flexible, cost effective 

and collaborative for customs promotional exams. The employees’ performance through 

promotional exams was examined and an effective e-learning promotional exam software 

was achieved. Object Oriented Analysis and Design (OOADM) research method was adopted 

for this study. The results show that strong relationship exists between training and 

development, employees’ performance and competitive advantage. However, custom 

management should not relent in their quest to train their staff to develop new ideas that will 

keep improving and retaining employee performance. 
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INTRODUCTION 

E-training is an electronic training, whereby a computer is used to deliver part, or all of a 

course whether it's in a school, part of your mandatory business training or a full distance 

learning course. The survival of any organization in the competitive society lies in its ability 

to train its human resource to be creative, innovative, inventive, who will invariably enhance 

performance and increase competitive advantage (Edralin, 2004; Lynton and Pareek, 2000; 

Vemić, 2007).  
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The Nigeria Customs Service (NCS) as an independent agency under the supervisory 

oversight of the Nigerian Ministry of Finance, is responsible for the collection of customs 

revenue and anti-smuggling efforts. The Customs service was divided into two arms – 

Maritime and Preventive. The Maritime unit was responsible for the collection of revenues 

from import and export duty, while the Preventive arm was tasked with the prevention of 

smuggling, as well as the arrest and prosecution of smugglers. This they achieved through 

series of trainings. 

 

Training and development have become the most important factor in the business world 

today, because training increases the efficiency and the effectiveness of both employees and 

the organization (Raja, Furqan and Khan, 2011). Training is a systematic restructuring of 

behaviour, attitude and skills through learning- education, instruction and planned 

experience. Training is designed to change or improve the behaviour of employees in the 

work place so as to stimulate efficiency. The cardinal purpose of training is to assist the 

organization achieves its short and long term objectives by adding value to its human capital. 

Training and development are not undertaken for the sake of training, but rather are designed 

to achieve some needs. Therefore, training and development are need based in the sense that 

they are undertaken to fill some knowledge gap within an organization. Many organizations 

have over the years introduced good manpower training and development strategies in order 

to enhance better employee performance at work and increase their productivity.  

 

However, the efforts of such strategies in most cases have always been jeopardized in most 

organizations, as a result of some factors that work against the achievement of their 

objectives. Some of the impeding factors include recruitment/selection problems, training 

procedure and inadequate facilities, government policy, the economy and labour legislation 

(Nguyen, 2009). 

 

According to Raja et al (2011) Training and development is a very important tool for an 

organization to compete in this challenging and changing world. Facing fierce competition 

and ever rapidly changing market environments, large corporations must find ways to 

improve productivity, efficiency, customer service, staff retention and other key drivers of 

corporate profitability (Training and development) should they want to be more profitable 

and be competitive in the industry (Vitcet, nd; Nguyen, 2009). 

 

New teaching-learning and training methods are arising due to the modern-day 

revolutionization in the economic, labour and technological world of workforce. These 

changes demand to put the theory and practice behind, while prioritizing the more global, 

integrated, flexible and vocational training (Abeeha and Bariha, 2012). For example, the 

introduction of e-training system will rapidly change work process in the Nigerian customs 

service, thus the need for constant up to date knowledge by the employees to meet the 

continuous challenges.  
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An E-Training Management information system will be designed for Nigeria Customs 

Service, to assist them on the areas of e-training and promotional exams, so that the staff can 

now have area of concentration, read at will, prepare and come forward for their promotional 

exams. The tools to be implore in the design of the work is visual basic.net programming 

language because of its user friendliness and its network security. More so, if the design 

system is put to use it will in a greater way bring to its barest minimum the poor performance 

of her staff when it comes to the promotional exam. 

 

Statement of the Problem 

The main problem of the study were lack of promotional exam materials, Poor performance 

of staff in the Nigeria Customs Service promotional exams, lack of e-training software that 

will train the staff based on the pasts and present year promotional exam schedule.  

Sequel to the aforementioned statement of the problem, this has greatly affected the staff 

performance in the Nigerian custom service promotional exams taken so far. It was also 

observed that promotional exam is not categorized based on the ranking thereby placing staff 

of different stars in one knowledge platform. 

 

Objectives of the Study 

The objectives of this work are to design a comprehensive computer based electronic training 

system that will enhance the performance of the existing system with easy access to 

promotional exam materials, populate promotional Exam materials on yearly basis for the 

Nigerian Customs service staff, encourage the customs service staff with the availability of 

promotional exam materials, to grant the staff the opportunity to learn and be trained at their 

own pace and prepare for promotional exams.  

 

Literature Review 

According to the Michel (2001), “Training is systematic development of the knowledge, 

skills and attitudes required by an individual to perform adequately a given task or job”. 

According to the Edwin (1984), “Training is the act of increasing knowledge and skills of an 

employee for doing a particular job”. The term ‘training’ indicates the process involved in 

improving the aptitudes, skills and abilities of the employees to perform specific jobs. 

Training helps in updating old talents and developing new ones. ‘Successful candidates 

placed on the jobs need training to perform their duties effectively’. Aswathappa (2000) the 

principal objective of training is to make sure the availability of a skilled and willing 

workforce to the organization. In addition to that, there are four other objectives: Individual, 

Organizational, Functional, and Social. 

Most of the employees come to organizations having an academic degree but no knowledge 

and skills about the job. They are very new at the workplace and have no familiarity with it. 

Due to this situation, these workers need further training to face their workplace in an easy, 

well-structured way to enable them perform better; and for this purpose training is planned to 

give them a specific knowledge and skills about their jobs (Fitzgerald, 1992). Sometimes 

older employees also need training in addition to their previous job skills because the new 

technology brings new jobs and responsibilities; and they need to get familiar with that. 



COOU Journal of Physical ciences 3(1), 2020S  CJPS COOU
 

 

website:www.coou.edu.ng

156 
 
 

 

 

 

Specific training initiatives have specific goals. These include: the improvement of employee 

job performance, employee development (Burden and Proctor, 2000), the development of 

skills, knowledge, and attitudes (Al-Khayyat and Elgamal, 1997), and a means of achieving a 

competitive edge (Hughey and Mussnug, 1997; Hallier and Butts, 2000). Given the rapid 

obsolescence of IT specific skills there is a continual need to provide opportunities for 

employees to update their technical skill sets. The failure to provide such training increase the 

chance of failure and such companies may pay more in the long run. Organizations must 

respond to demands for change while at the same time realizing that advances in technology 

and knowledge are rendering many traditional employee skills obsolete, while simultaneously 

developing needs for new ones. It is this continuous threat of knowledge obsolescence that 

makes training and retraining necessary, not only for individual growth but also for 

organizational growth (Read and Kleiner, 1996).Within the IT sector, training can be 

considered to encompass organized, structured, formal events and sessions offered to IT 

employees as a company initiative. This paper does not consider on-the-job daily experiences 

to be classed as formal training, although such experiences can aid the development of skills 

related to job functions (Sadler-Smith, Down et al., 2000; Smallbone, Supri et al., 2000). 

 

Training is not as easy as it seems but it requires a huge investment of money in human 

capital. It has many advantages like creating competitive return for a firm, innovations, 

chances of learning about new technologies, improving and developing employee skills and 

hence increasing the firm’s overall performance (Salas & Cannon-Bowers, 2001). Some 

researchers have criticized the training process as being expensive as it requires a lot of 

money and time and there is a doubt whether there is really a positive relationship between 

training and firm performance (Alliger, Tannenbaum, Bennett, Traver, & Shortland, 1997; 

Wright & Geroy, 2001).Training is at the forefront of organizational priorities, and 

innovation in training is one of the most crucial aspects of the quality improvement process 

or the basis for successful total quality management (TQM) programs (Hiam, 1992). Most 

managers believe that a good training program is crucial to a company’s success (Kelly, 

1993). Any company wishing to achieve its goals and to survive in an increasingly 

competitive world must utilize effectively and efficiently it’s most valuable asset – the skills 

of its employees. The human resource development (HRD) challenge for the next decade will 

be to assure a continuous improvement culture by keeping the system aligned with 

continuous improvement strategies. By incorporating HRD as a strategy, not an event, 

training can be a powerful building block for a foundation of understanding and skills that 

will help the organization reach its business goals. If we look at quality as a socially 

constructed process, then the actual process that emerges within the work unit for identifying 

the customers’ needs might be even more crucial (Lin and Goodrich, 1995).Customer focus is 

key in ensuring that a service provider in the local telecommunications industry remains 

competitive. 
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Effectiveness of Training 

Effective training programs require the dedicated support of top management. Such 

organizations provide training mapped to employee and organizational needs, and provide 

this at the proper time. Yet, not all companies place the same emphasis on, or show the same 

commitment to employee training. Some companies work hard to recruit the best people and 

yet spend relatively little effort to retain them once hired. There is evidence to show that 

benefits accrue to organizations that are committed to employee training. 

 

Methods of Training  

The range of training techniques has been expanded by the application of technology in its 

"hard" (for example through computing technology) and "soft" (for example through 

instructional design) (Sadler-Smith, Down et al., 2000).  

 

While many new training approaches based on new technology exist, these modern training 

methods have been subjected to comparatively little empirical or critical scrutiny (Sadler-

Smith, Down et al., 2000). The literature suggests that some of the most effective training 

techniques are not new, but are merely the application of old-fashioned common sense to the 

assessment of training needs.  

 

Read and Kleiner (1996) present the most commonly used training methods across non-

industry specific U.S. companies. They found that the top ten training methods used in 

business, listed in order from highest to lowest use, were: videotapes, lectures, one-on-one 

instruction, role plays, games/simulation, case studies, slides, computer-based training, audio 

tapes, and films.  

 

Evaluation of Training  

Training should be evaluated several times during the process. Organizations that devote 

considerable resources to training also understand the value of evaluating the training process 

(Motwani, Frahm et al., 1994). Such evaluation is a key phase in any proposed training and 

development process (Al-Khayyat and Elgamal, 1997). While such appraisal is desirable in 

principle it is difficult in practice. Even those companies who do carry out evaluations often 

use measures later considered ineffective (Schonewille, 2001).  

 

Training Evaluation through an Operational Approach  

The literature on training has developed many contributions about training evaluation criteria. 

We have Pre- and post-training learning measures which allow observers to assess whether 

specific learning objectives have been achieved as expected. In this sense, learning evaluation 

should be targeted to the specific objectives of the program in order to gather specific 

measures before and after training. Alligeret al. (1997) proposed a framework distinguishing 

learning measures as immediate post-training knowledge, knowledge retention, and 

behavioural/skill demonstration. Specific training initiatives have specific goals. These 

include: the improvement of employee job performance, employee development (Burden and 

Proctor, 2000), the development of skills, knowledge, and attitudes (Al-Khayyat and 
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Elgamal, 1997), and a means of achieving a competitive edge (Hughey and Mussnug, 1997; 

Hallier and Butts, 2000). Given the rapid obsolescence of IT specific skills there is a 

continual need to provide opportunities for employees to update their technical skill sets. The 

failure to provide such training increase the chance of failure and such companies may pay 

more in the long run (Auer, 1995). Organizations must respond to demands for change while 

at the same time realizing that advances in technology and knowledge are rendering many 

traditional employee skills obsolete, while simultaneously developing needs for new ones 

(Read and Kleiner, 1996). It is this continuous threat of knowledge obsolescence that makes 

training and retraining necessary, not only for individual growth but also for organizational 

growth (Read and Kleiner, 1996).Within the IT sector, training can be considered to 

encompass organized, structured, formal events and sessions offered to IT employees as a 

company initiative. This paper does not consider on-the-job daily experiences to be classed as 

formal training, although such experiences can aid the development of skills related to job 

functions (Sadler-Smith, Down et al., 2000; Smallbone, Supri et al., 2000).  

 

Overview of E-learning and Information Communication Technology 

Information and Communication Technologies (ICT) are electronic technologies used for 

information storage and retrieval. Development is partly determined by the ability to establish 

a synergistic interaction between technological innovation and human values. The rapid rate 

at which ICTs have evolved since the mid-20th century, the convergence and pervasiveness 

of ICTs, give them a strong role in development and globalization. ICTs have a significant 

impact on all areas of human activity.  

 

E-learning has been described as one of the educational challenges of the modern age about 

which progressive academic institutions must make bold efforts to excel and compete 

favourably in the global market where education is a commodity. The world is moving at an 

unimaginable speed in the area of information use and dissemination. The use of Information 

technology, knowledge and information can be transferred and cross-fertilized in real time. 

Hence, the need to pay attention to the way information technology has changed the 

educational sector through the internet.  

 

Fundamental Reasons for E-Learning  

As the e-learning keeps growing an increasing amount of learning activities can be expected 

through interactivity within the academia and the e-learning materials. Therefore the 

application of e-learning in Nigerian educational system cannot be far from the following 

especially in consideration of the onset proposal for redesigning the minimum standard for 

Nigerian tertiary institutions. The e-learning facilities when judiciously and fully 

implemented would:  

i. Reduce and/or eliminate the costs for instructor fees and materials to certain    level.  

ii. Reduce time of learning and the time employee’s absence from duty.  

iii. Increased retention and enhanced hands-on application unlike traditional methods. iv. 

Help managed instruction and progress via portal.  
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v. Make easy use of multimedia in practice and assessment according to learners’ 

abilities.  

vi. Allow for automated monitor of user's progress with supervisor and teachers.  

vii. Be highly interactive as it engages users and pushes them than pulling them to 

progress. viii. Help fast learners go with their speed in any course and avoid 

redundancy.  

ix. Make slow learners go on their own pace by eliminating frustration with themselves, 

their fellow learners, and the subject matter.  

x. Make knowledge cumulative as lessons are built consecutively and more flexible.  

xi. Make learning takes place anytime-anywhere and greatly increases knowledge 

retention.  

xii. Assist e-learners create, have access, view, modify and print or send documents.  

xiii. Enhance evaluation as it become self-paced because e-learning is a networked 

phenomenon. xiv. Make easy delivery of content using standard Internet technology 

as it enhances surf ability.  

xv.  E-learning supersedes training and instruction as it is a tool that improves behavior  

performance. 

 

The benefits of e-learning are many. It may as well including cost-effectiveness, enhanced 

responsiveness to change, consistency, timely content, flexible accessibility, and providing 

customer value.  

 

How E-Learning Can Improve Qualitative Education in Nigeria  

Improving the quality of education and training is a critical issue, particularly at a time of 

educational expansion. ICTs can enhance the quality of education in several ways: by 

increasing learner motivation and engagement, by facilitating the acquisition of basic skills, 

and by enhancing teacher training. ICTs are also transformational tools which, when used 

appropriately, can promote the shift to a learner-centered environment. The following 

subsections are some of the ways in which ICT have enhance quality education:  

 

Organizational Performance 

Organizational performance encompasses the actual output or results of an organization as 

measured against its intended outputs (or goals and objectives). According to Richard in 

Wikipedia (2008), organizational performance comprises three specific areas of firm 

outcomes: (i) financial performance (profits, return on assets, return on investment, etc.) (ii) 

Product and market performance (sales, market share, etc.) and (iii) Shareholder return (total 

shareholder return, economic value added, etc.). The term Organizational effectiveness is 

broader.  

 

Data Source 

Data source of this research work was gotten from the Nigeria Customs Service Commission 

exam schedule, which have been done manually over the years. 
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Implementation Procedure  

Parallel changeover is the method used in the implementation of this design and it involves 

both the manual and the computerized system. They are operated concurrently for sufficiently 

long period and their output compared periodically. The old system is discontinued if the new 

system performs according to expectation. It has the new system to fall back on in case the 

new system fails and the disadvantage is the cost of which will achieve similar results. 

 

Sample Implementation Input Snapshot 

Input Specification 

A Graphical User interface (GUI) Form, that is user friendly was used in the design to help in 

the data capturing of this work. Eight numbers of Forms are used for the transactions into the 

database ncsc.mbo tables. The forms are: 

a. Log in Form 

b. Main Menu Form 

c. Promotional Exam Question Form  

d. Course Material Form  

e. Exam Result Form  

f. Promotional Exam Registration Form  

g. Course Material Upload 

h. Add Question Form 

The interface of these forms is presented in figure 1 to figure 8 

 
Figure 1 Login Form 
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Figure 2 Main Menu Form 

 

 
Figure 3 Promotional Exam Question Form 
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Figure 4 Course Material Form 

 

 
Figure 5 Exam Result Form 
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Figure 6 Promotional Exam Registration Form 

 

 

 
Figure 7 Course Material Upload Form 
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Figure 8 Add Question Form 

 

Sample Implementation Output Snapshot. 

The output information is either displayed on the screen or printed out in hard copy as the 

user wishes. This is done through sets of instructions. The output of the system includes Staff 

Record, Course Outline, Exam and Staff Promotional Exam Result, etc. 

 
 

Figure 10 View All Course Information Form 

 

 



COOU Journal of Physical ciences 3(1), 2020S  CJPS COOU
 

 

website:www.coou.edu.ng

165 
 
 

 

 

Evaluation Results 

On the result Evaluation, once this information is obtained, a paper draft report is then 

produced and kept in files found in either steel or wooden cabinets. These files are usually 

marked with certain or specific IDs for easy identification during information retrieval. The 

output, which normally consists of recommendations as well as detailed report of the 

agencies activities are then typed or transformed into electronic documents for possible 

printing and filling. 

 

Discussion of Results 

With the necessary inputs processed, the output, which depends on the input, is retrieved base 

on query submitted to the database. The file can be searched for and the current content being 

the changes made during processing. The following are the various output forms that are 

available to the user of the old system. 

• Staff’s Record 

• Staff Promotional Exam Performance Result. 

 

Conclusion 

E-training has every sign of long survival as long as such digital devices become more 

available. That means when the devices become more afforded, the connectivity bandwidths 

become widely use and less constraint; the multimedia applications will prosper. The survival 

of e-training in the 21st century will increasingly rely on various forms of electronic delivery 

system and communication facilities available in markets that are required to make education 

to be more flexible.  

 

The adoption and use of ICTs in customs service will greatly have a positive impact on 

teaching, learning, and research. Despite the roles ICTs can play in education, customs 

service in Nigeria have yet to extensively adopt them for teaching, learning and training. 

Efforts geared towards integration of ICTs into the school system, have not had much impact. 

Problems such as poor policy and project implementation strategies and poor information 

infrastructure militate against these efforts. For e-training to succeed in Nigeria, there is the 

need to build on another important pillar i.e. the existence of befitting infrastructure and some 

degree of viable connectivity. A growing difference in market liberalization of the Internet-

access supply is leading to another kind of “digital divide” on the global scale many countries 

have introduced or are introducing telecommunications regulations that discourage the 

development of Internet-access service. Nigeria should take heed of that.  

It is a known fact that doing things electronically is far better than manual approach, therefore 

this e-training system is considered to be more effective and efficient for the Nigeria Customs 

service commission and should be adopted to enhance e-training. 

 

E-training is specific kind of service with great number, of differences in relation with great 

number of differences in relation to other training and service process. Effectiveness of this 

kind of training process is measurable with set of indicators and each indicator can reflect 
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separate training stage or express with important organization, training providers or trained 

persons. 
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