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Abstract

The study investigates the influence of vocational skills development on organisational productivity. Specifically,
the study explores the influence of digital skill, hard skill, soft skill, and technical skill development on
manufacturing companies’ productivity in Southwest, Nigeria. Using Structural Equation Modelling (SEM) and
SMARTPLS 4, a quantitative research method was employed to determine and interpret the effects of Digital Skill
Development, Hard Skill Development, Soft Skill Development, and Technical Skill Development on
manufacturing companies’ Productivity as perceived by the respondents. The study surveyed three hundred and
two employees (both junior and senior) from ten selected manufacturing companies in Southwest Nigeria, using a
judgmental sampling technique to ensure that firms with significant backgrounds in manufacturing were selected.
Four hypotheses were tested, and the results showed that Digital Skill Development, Hard Skill Development, Soft
Skill Development, and Technical Skill Development had significant effect on manufacturing companies’
Productivity. The study concludes that vocational skills development (Digital Skill Development, Hard Skill
Development, Soft Skill Development, and Technical Skill Development) significantly influenced organisational
productivity in Southwest Nigeria. Therefore, manufacturing companies should invest heavily in vocational skills
training programs to ensure employees remain competitive in an increasingly digitalized workplace. While digital
skills hold the strongest impact, manufacturing companies should also emphasize hard, soft, and technical skills to

achieve a comprehensive skillset among employees.
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1. Introduction

In light of the current global economy, the skills of an
organization's  personnel are integral to the
organization's success. Organizational productivity,
defined as the extent to which an organization achieves
profitable, sustainable success, and the desired market
share, and the process of optimizing a firm's resources to
realize the desired end, has multiple determinant factors.
As one of the largest economies in Africa, Nigeria has
several potential and, in the context of the challenges
associated with vocational skills development, global
utility, and Organisational productivity development,
numerous challenges (Awoniyi, Kazeem, & Akilo
2021). The authors said that with the technical and be
able to perform a job, that person will have less waste
and more quality of output. Also, skilled personnel are
more able to understand the modern manufacturing
processes beyond just the equipment, tools, and
technology.

The productivity of the manufacturing, construction, and
agricultural industries is linked to machine and
technology competence (Asuquo, Lizzy, Rosemary
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2022). Furthermore, Ukpo (2015) states that skilled
employees improve adherence to quality control best
practices, minimize errors, and curtail the misuse of
resources. Savings from operating costs and
maximizing the quality of the finished product create
profitable opportunities. Organizational productivity is
influenced by the interplay of various factors; most
notably, the competence of the workforce, the quality
of managerial practices, and the sophistication of
technology (Gabriel & Rowland 2020). Yet, at the
heart of vocational skill development is the learning of
basic job creation skills.

This explains the skills gap where the educational
system and the labor market have competing demands.
Every year, a significant number of graduates enter the
labor market in Nigeria, but due to a lack of necessary
skills, particularly in manufacturing, they are unable to
find work (Adebowale, Adesoga, Ajike, & Amos-
Fidelis, 2021). The Nigerian Bureau of Statistics
(2021) reports that a significant number of Nigerian
graduates are unemployed or underemployed due to a
lack of sufficient vocational training that blends with
the industry.

Any program or action that aims to assist staff in
renewing and reviewing their knowledge and skills is
generally referred to as skills development (Shuaibu,
2021). He added that employee skills development
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includes all policies, practices, and initiatives aimed at
increasing the knowledge and skills of employees to the
greatest extent possible within the organization. The
foregoing rightly pointed that vocational skills
development is a learning exercise to acquire the right
value and work mentality to meet the work demands of
a particular business. Skill development programs
require all employees of an organization to upgrade their
skills consistently owing to the dynamism of the society.
As cited in Abdulrahman and Mshelia (2022), skills
development means enhancing an employee's
knowledge and capability in executing a specific task.
Skills enhancement can be achieved through a variety of
means, which could include workshops, mentorship,
conferences, job coaching, seminars, refresresher
courses, symposiums, and job rotation, among others.
To survive in today's competitive business arena, all
organizations must bring about increased productivity,
efficiency, and effectiveness. The quality and
performance of the employees who convert the available
inputs into the desired outputs (Aldhukair & Abunar,
2021) largely determines the realization of the
organizational goals. For the employees to perform their
roles in the organization efficiently, they must have
adequate knowledge, skills, competencies, and abilities.
It has become an imperative practice for managers in
today’s business world to ensure that manpower training
and development is put in place to meet the demands of
skilled, flexible, and proactive employees who can help
organizations address increasing challenges of

competitiveness,  technological changes,  market
globalization, and productivity.
According to Akpan (2017), vocational skill

development involves teaching marketable skills to the
recipient, so that they can become both self-fulfilling
and employable. Additionally, it is expected that
developed vocational skills will foster an innovative
spirit within an enterprise. Such specialized technical
skills inspire the employees to be innovative in
developing new products, services, and processes.
Furthermore, they are knowledgeable enough to identify
problems and provide solutions promptly. This is
because they are very familiar with the latest trends,
technologies, and standards in the industry. For
example, some IT professionals can develop software
that can change the way an organization operates.
Likewise, some trained employees in manufacturing
firms can identify better ways to design and
manufacture products (Nanjwan, Eke, Plang, Edna
2019).

Nigerian companies face challenges that are a
consequence of the country’s industrial ecosystem: the
identification and development of non-specific
vocational skills required in specific industrial sectors;
the closing of the skills gap that is a misalignment of the
industry demand and the educational supply; the lack of
access to quality vocational education; and the
ignorance of the industry end-users of vocational
education. A number of studies have pointed out the
importance of undertaking empirical studies to address
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this gap in the literature regarding the development of
vocational skills and the consequent productivity of
organizations; for example, Kaufman and Kossoudji
(2017) called for further research on the development
of vocational skills in developing countries (including
Nigeria), while Gabriela and Rowland (2020) also
posited the need for empirical studies that would bridge
the gap on vocational skills development and
productivity in organizations. This research therefore is
aimed at understanding the relationship between
vocational skills development and the productivity of
organizations in Southwest Nigeria.

1.1 Statement of The Problem

Nigeria’s alarming rate of unemployment is partly
attributable to the fact that a considerable number of
adults and youths with vocational education and
training (VET) are wunable to secure gainful
employment post training. This reveals a major
anomaly in the quality and practical relevance of the
vocational skills offered at the training.

Smith and Doe (2024) state that a clear barrier to
recruiting is lack of employable skills, such as, digital,
technical, soft and hard skills, etc. This creates a
situation  that  worsens  unemployment  and
paradoxically, limits the ability of organizations to
employ more people. Furthermore, Nigerian
organizations continue to grapple with the enduring
skills deficiency gap. Vocational training programs are
aimed at equipping people with workplace-relevant
skills; however, many graduates still struggle to meet
organizational expectations. The aforementioned
mismatch creates low productivity, poor efficiency and
stagnant innovative capacity. For example, the
manufacturing, agriculture and technology sectors of
the region often complain of a scarcity of skilled
people.

As a result, untrained employees are costly for firms,
reduce net profit, and push up operational costs
because firms have to spend additional money to train
employees. Poor facilities, and inadequate partnership
and collaboration between industries and training
institutions, are responsible for the disconnect between
training and industry needs. This creates challenges for
a large number of enterprises, hindering their ability to
compete effectively at both the local and international
levels. To enable the growth of enterprises and to
stimulate the economy of the region, it is essential to
close this gap. To address this, the focus of this
research is to examine the effect of the different facets
of occupational skills including technical skills, soft
skills, hard skills, and digital skills on the productivity
of organizations in the South West region of Nigeria.

1.2 Objectives of the Study
The objectives of this study were to:

1. Investigate the influence of technical skill
development on organisational productivity in
Southwest Nigeria
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2. Assess the influence of soft skill development
on organisational productivity in Southwest
Nigeria

3. Examine the influence of hard skill
development on organisational productivity in
Southwest Nigeria

4. Explore the influence of digital skill
development on organisational productivity in
Southwest Nigeria.

1.3 Hypotheses

The following hypotheses were formulated in this study:
Hoa: There is a significant influence of technical
skill development  on organizational
productivity in Southwest Nigeria

There is a significant influence soft skill
development on organizational productivity in
Southwest Nigeria

There is a significant influence of hard skill
development on organizational productivity in
Southwest Nigeria

There is a significant influence of digital skill
development on organizational productivity in
Southwest Nigeria

Ho,:

Hos:

Hog:

2. Literature Review

2.1 Empirical Studies

Studies on Vocational Skills Development and
Organisational Productivity

Effiong, Lizzy, and Rosemary (2022) investigated how
the improvement of vocational skills could mitigate the
worsening insecurity situation in Nigeria. To achieve
this, the authors formulated two null hypotheses to
streamline their study and posed two research questions.
Their study participants included 102 holders of
postgraduate vocational education degrees from South-
South Nigeria. In this instance, the authors utilized
Pearson Product Moment Correlation (PPMC) to answer
research questions and test the hypotheses, given the
study was correlational. The findings of their study
indicated that skill development positively correlated
with reduced insecurity in the Niger Delta region of
Nigeria.

Bennett and Henson (2023) studied the impact of digital
skills development of employees in the financial sector
on the performance of organizations. The authors digital
skills of employees in 250 firms increased employees'
information processing capacity. This resulted in
quicker decisions, better customer support, and greater
productivity. The authors also stated that digital skills
development  improves the  performance  of
organizations. They quantified that organizations that
invest in developing employees' digital skills create a
competitive edge. This study focused only on the
financial sector, whereas this the manufacturing sector.
Additionally, Pham and Nguyen (2022) analyzed digital
literacy and organizational productivity in the context of
higher education in Vietnam across various disciplines.
The authors stated that the ability to understand and use
information, computers and technology, e-learning
communication, and image communication are very
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important in the digital skills of students. Activities in
higher education embody all these skills.

The results shed some light on the differences in digital
literacy among the student groups differing in the
command of English language and academic
achievement. Students’ GPA increases in
correspondence with their reading level. The study
concludes that digital literacy improves organizational
productivity as a result of the enhanced performance of
the students. However, this study differs from the
aforementioned study in terms of the area of study, the
research methodology adopted and the study
population. While their study examined digital literacy
and the organizational productivity of the higher
education students of various disciplines in Vietnam,
the current study examined digital literacy in the
context of vocational skills development and
organizational productivity.

Another study by Smith and Wang (2020) analyzed the
impact of digital skill development in various sectors
such as manufacturing, healthcare and retail. They
adopted a cross-industry approach. They stated that
most of the employees in an organization who deal
with digital tools are those who have digital skills. The
study further claims that such employees possess the
ability to analyze data which can improve the workflow
and (organizational) productivity. The study asserts
that /vocational skill development particularly, digital
skill development has a positive impact on the
performance of manufacturing firms.

Smith and Doe (2024) studied the impact of soft skills
on the organizational effectiveness, more so in the
manufacturing firms that were producing food. The
study captured organizational effectiveness based on
how far the firm has gone in achieving the set
objectives (goals) or targets. The study sought to
establish the relationship between vocational skill (soft
skill) and. To substantiate the claims, a composite soft
skills framework was constructed in the organization.
This framework was adopted and wupon its
implementation, it was found that the soft skills
possessed by the employees greatly impacted the
organization on revenue increase, market share, timely
completion of projects and meeting service delivery
targets. The study states that there are signs of
advancement and of positive changes in organizational
effectiveness. This study differs in that it looks at the
potential of vocational skills development and
organizational productivity in the southwest of Nigeria.
Four components of vocational skills development are
being studied in the present case, while Smith and Doe
have examined the limitations of wvocational skills
development and other gaps. This is the current study.

The same goes for Lee and Kim (2023), where the
effect of training effectiveness and organisational
performance were coupled with soft skills and
employee’s effectiveness as mediating variables. In
their study, organisational performance was evaluated
based on how profitable the organization was and to



Published by The College of Social and Management Sciences (COSMAS), TASFUED, vol. 10, no. 1, pp. 55-66

Technical Skill
Development

Soft Skill
Development

Hard Skill
Development

Digital Skill
Development

Organizational
Productivity

Figure 1: Research Model

what extent it had reached the goals or targets it had set
prior to the study. Hence, their study stresses soft skills
as a mediating variable to organizational performance,
and also employee’s capacity as a mediating variable to
the relationship between training effectiveness and
organizational performance. They found that soft skills
and employee capacity were positive mediators in the
relationship  between training effectiveness and
organizational performance. This study posits that there
is a positive impact of soft skills and employee capacity
as mediators to the training and organizational
performance relationship.

A study conducted by AL-Rawahi (2022) examined the
impact of skill development and training on worker
performance during the COVID-19 pandemic. Four
research questions guided the study. A mixed research
design was utilized. The study's population was 100
Oman Air employees. The study sample consisted of 35
employees. The study's findings, among other things,
revealed that skill development and training enhance
employees' job performance. He also found that training
and skill development positively correlated with
employee performance.

In relation to job engagement, Erskine-Sackey (2021)
studied the impact of staff training and skill
development on employee performance and the
moderating role of job engagement. The study employed
a cross-sectional survey research design. The sample of
the study comprised 45 academic and administrative
staff of Ghanaian technical universities. Data was
collected through a questionnaire. The authors
distributed the questionnaire to the participants,
collected the completed questionnaires, and analyzed
the data using the t-test. The findings indicated that staff
training and skill development positively influence
employee performance.
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Consistent with their research, Patel and Shah (2015)
examined the impact of vocational training on
employee performance and organizational productivity.
They utilized large businesses for their research. The
study revealed that vocational skills training improves
employee  performance and by  extension,
organizational development. The authors noted that
with  adequate  training, employees develop
competencies that propel their performance beyond
their untrained counterparts. Therefore, they posited
that vocational skill training is strongly correlated with
employee performance and organizational productivity.

Kumar and Singh (2017) examined how vocational
training impacts the performance of small and medium-
sized enterprises (SMEs). They selected 250 SMEs
owners/managers for the study. A survey was the
primary data collection tool. They study showed that
vocational training has a positive impact on SMEs
performance. They measured performance using the
profitability metric. The study found that the vocational
training program had a positive impact on profitability.
This implies that well-trained employees enhance
organizational growth and performance. While the
reviewed study focused on vocational training, the
current study focuses on the impact of vocational skill
development (both technical and digital, as well as soft
and hard skills) on organizational productivity in
southwest, Nigeria.

The proposed research model is shown in Figure 1.
Based on the literature reviewed, a conceptual research
model was developed to guide the study. Technical
skill development, soft skill development, hard skill
development, and digital skill development constitute
the independent variables, while organizational
productivity is the dependent variable. The model
suggests that each dimension of skill development has
a direct influence on organizational productivity.
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Table 1: Cronbach’s Alpha Values for the Pilot Study

Variables No of Cronbach’s Sources

Items Alpha
Digital Skill 4 0.765 Bennett and Henson (2023), Nguyen and Pham (2022), Smith
Development and Wang (2020)
Hard skill 4 0.870 Siswanto, A., Fadillah, R., & Harman, S. (2020), Aglaonema, R.,
Development Hassan, M., & Kumar, S. (2023).
Soft Skill 4 0.745 Smith, J. A., & Doe, R. L. (2024), Lee, S. M., & Kim, H. J.
Development (2023)
Technical Skill 4 0.798 Johnson, L., Brown, K., & Davis, M. (2023), Smith and Doe
Development (2024)
Organizational 4 0.793 Hafizh, M. H. R., & Aswar, K. (2020), Wang et al. (2021)

Productivity

Table 2: Demographic Information of the Respondents

Male

Female
Permanent Staff
Casual staff
Senior cadre

Gender

Staff status

Staff level

Junior cadre
Others

<5 years

6 - 10 years

11 - 15 years

16 - 20 years

20 years and above
Public liability
Limited liability
Total

Years of experience

Company status

3. Methodology

A quantitative methodology was employed in this study
in order to define and analyze the impact of Digital Skill
Development, Hard Skill Development, Soft Skill
Development, and Technical Skill Development on
Organizational Productivity from the perspective  of
the respondents. The study wused a descriptive
research design of survey type. The study used
judgement sampling to select a representative sample of
302 employees, both junior and senior, from 10 different
manufacturing companies in Southwest, Nigeria. Prior
to the data collection, the researcher sent letters to the
company heads to inform them of the participants'
questionnaire administration and their availability to
participate in the study. The questionnaire was sent to
320 participants, and 302 of them responded. Again,
judgment sampling was used. The purpose of this
sampling technique is to allow the researcher to choose
only manufacturing companies that have been in
business for more than ten years. The questionnaire was
distributed and administered online via email addresses
of the participants. Their responses were generated and
analyzed using a statistic model called Structural

Percentage (%)

199 66
103 34
258 85
44 15
102 34
140 46
60 20
201 67
51 17
19 6
21 7
10 3
220 73
82 27
302 100.0

Equation Modeling or SEM. In SEM, the researcher
analyses the direct effect of the independent extraneous
variables (technical skill, digital skill, soft skill and
hard skill) on the dependent variable (organizational
productivity). The Structural Equation Modeling
(SEM) had two theses study analyses. In the first
analysis, SEM two theses comprised the Measurement
Model Assessment and the Structural Model
Assessment. The Measurement Model Assessment
determined the validity and reliability and the
measuring scales. The four hypotheses were examined
and tested in the structural model assessment. The
researcher used Smart PLS 4 in the study analysis.

3.1 Development, Validation and Reliability of the
Instrument

The items of the survey were constructed to
operationalize the variables of the study. The
vocational skills researched in this study (technical,
soft, hard, and digital skills) were on the derivation of a
few relevant literature sources. The participants were
requested to respond to two sections of the
questionnaire. In the first section (against the backdrop
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of camouflaging the second section that measuring the
variables), the participants were requested to provide
their demographic attributes. The instrument comprised
of twenty items, embodying four items each on
technical skills, soft skills, hard skills, digital skills, and
organizational productivity.

Three specialists in business education reviewed the
questionnaire for possible enhancements, then a pilot
study for the instrument's validity and reliability was
conducted. The questionnaire was based on a 5-point
Likert Scale (5= Strongly Agree, 4= Agree 3= Neutral
2= Disagree and 1= Strongly Disagree). A pilot study
involved seventy-two respondents. Reliability of the
instrument was assessed using Cronbach's alpha, and the
results showed that all items obtained Cronbach's alpha
values greater than 0.7, which indicates high internal
consistency (Hair et al., 2012). This indicates that the
research survey is useful and credible. Table 1 shows
the variables, quantities of items, Cronbach's alpha
values, and references for the pilot test.

4. Analysis of Data Collected

According to Table 2, the participant cohort is primarily
male, with 199 males (66%) to 103 female (34%)
participants. 85% indicative of the majority of
participants in the study, and 85% of the study
participants are permanent employees, suggesting long-
term commitment toward the organization, and 140
(15%) of the employees are casual. Respondents are
well spread across the rank and file, with 140 (46%)
junior and 102 (34%) senior cadre respondents.
Regarding seniority and years of service, the cohort is
young and, on the average, has limited service and 201
(67%) service is fewer than five years. Staff in the 6 - 10
years bracket are 51 (17%); 11 - 15 years are 19 (6
%); 16 - 20 years, 21 (7 %); and over 20 years, the count
is 10 (3 %). Finally, with regard to company
classification the majority of respondents, 220 (73%),
are from public liability companies, whereas limited
liability companies constitute 82 (27%).

4. 1 Assessment of the Measurement Model

Table 3 shows the result of the indicator reliability tests.
All the items in the instrument have outer loading of
above 0.5 which meets the cut-off values suggested by
Byrne (2013). Internal consistency reliability (CR) was
tested by Composite Reliability Test. For composite
reliability to demonstrate sufficient internal consistency
it must be greater than 0.7 (Hair et al., 2011). As seen in
Table 3, the measurement model had sufficient
reliability since each of the data sets recorded composite
reliability greater than the cut-off of 0.70. In order to
assess Convergence Validity, the Average Extracted
Variance (AVE) was calculated. For AVE > 0.50, it is
expected that > 50% of the variance of the assigned
indicators is explained (Hair et al., 2017). The
measuring model exhibited adequate convergent validity
as shown in Table 3 where all constructs had AVE >
0.50.
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4.2 Discriminant Validity of Measures

As stated in Bagozzi et al (1998), discriminant validity
analysis measures the extent to which one construct
and its indicators are different from another construct
and its indicators. To establish the discriminant
validity, we used the Heterotrait Monotrait Ratio
(HTMT). The cut-off value of the HTMT used for this
study is 0.90 (Henseler et al, 2015). The measurement
model assessment results show strong discriminant
validity, as exemplified in Table 4, where technical
skills, soft skills, hard skills, digital skills, and
organizational productivity show an HTMT value that
is less than 0.90.

4.3 Structural Model Assessment

The suggested connections between the constructs were
examined using Structural Model Assessment. Smart-
PLS 4.0 was used to analyze the structural model.

As indicated in Table 5, Digital Skill Development has
a positive and significant effect on Organizational
Productivity (B = 0.449; t = 7.383, p < 0.05). Hard Skill
Development has a significant effect on Organizational
Productivity (B = 0.301, t = 4.138; p<0.05). Also, Soft
Skill Development has a significant effect on
Organizational Productivity (B = 0.184; t = 2.814, p <
0.05), and Technical Skill Development has a
significant effect on Organizational Productivity (f =
0.146, t = 2.160; p<0.05). Therefore, hypotheses Hz,
Hz, Hs, and Hs were accepted, indicating that adequate
Digital Skill, Hard Skill, Soft Skill, and Technical Skill
Developments have a significant effect on
Organizational Productivity.

4.4 Coefficient of Determination (R?)

The model's predictive ability was assessed using the
coefficient of determination (R2). There are various
guidelines concerning acceptable R2 values. This study
utilizes Cohen's (1988) benchmark values 0.02, 0.13,
and 0.26 for weak, moderate, and strong coefficients of
determination, respectively. According to Table 6, the
R2 (55.7%) for Organizational Productivity is strong.
Cohen (1988) posit that Digital Skill Development,
Hard Skill Development, Soft Skill Development, and
Technical Skill Development, collectively account for
55.7% of the changes of the target construct,
Organizational Productivity.

4.5 Predictive Relevance (Q?)

Using the blindfolding method proposed by Hair et al.
(2017), the predictive significance of the model was
evaluated; the value should be greater than O.
According to Table 7, the study's Q2 value of 0.435 is
greater than 0, suggesting that the model has adequate
predictive significance.

4.6 Model Fit

Fit indices are used to determine both reliability and
validity of a PLS-SEM model and are helpful to
researchers to confidently defend conclusions (Shi et
al., 2019). For this research model, | applied
Standardized Root Mean Square Residual (SRMR). An
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Table 3: Measurement Model Assessment

Constructs Items Indicator Internal Consistency Convergent Validity
Reliability Reliability
Outer CR AVE
Loadings
>0.50 >0.70 >0.50
Technical Skill TSD1 0.792 0.855 0.691
Development TSD? 0.827
TSD3 0.872
TSD4 0.831
Soft Skill Development SSD1 0.763 0.762 0.580
SSD2 0.743
SSD3 0.760
SSD4 0.781
Hard Skill Development HSD1 0.883 0.916 0.767
HSD2 0.894
HSD3 0.929
HSD4 0.793
Digital Skill Development DSD1" 0.767 0.760 0.580
DSD2 0.720
DSD3 0.771
DSD4 0.786
Organizational OPD1 0.837 0.844 0.656
Productivity OPD2 0.728
OPD3 0.820
OPD4 0.848
Table 4: HTMT Values
DSD HSD OPD SSD TSD
Digital Skill Development
Hard Skill Development 0.707
Organizational Productivity 0.877 0.557
Soft Skill Development 0.835 0.575 0.775
Technical Skill Development 0.748 0.519 0.667 0.779
Table 5: Result of Test of Hypotheses
Relationships Path T P Results
Coefficient | Value | Value
Hi=Digital Skill Development -> Organizational Productivity 0.449 7.383 | 0.000 | Accepted
H2 =Hard Skill Development -> Organizational Productivity 0.075 1.485 | 0.000 | Accepted
Hs =Soft Skill Development -> Organizational Productivity 0.184 2.814 | 0.000 | Accepted
Hs=Technical ~ Skill Development ->  Organizational | 0.146 2.160 | 0.000 | Accepted
Productivity
Table 6: Analysis of Coefficient of Determination (R?)
Endogenous Latent Construct R? Value
Organizational Productivity 0.557
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Table 7: Assessment of the Predictive Relevance (Q?)

Endogenous Latent Construct

Q? Value

Organizational Productivity

0.435

Table 8: Model Fit

Saturated Model

Estimated Model

SRMR 0.051

0.051

SRMR score of 0.08 is deemed acceptable; conversely,
a value significantly greater than 0.08 means a model is
a poor fit (Dijkstra & Henselar, 2015). For this model,
the SRMR score is 0.051 (Table 8). Because this value
is under the 0.08 threshold, this demonstrates the model
is a good fit.

4.7 Results and Discussion

The results of the current research revealed that Digital
Skill Development positively and significantly
contributes to Organizational Productivity (B = 0.449; t
= 7.383, p < 0.05). Hard Skill Development is
positively and  significantly  associated  with
Organizational Productivity (B = 0.301, t = 4.138;
p<0.05). In addition, \Soft Skill Development is
positively and  significantly  associated  with
Organizational Productivity (p = 0.184; t = 2.814, p <
0.05). Furthermore, Technical Skill Development is
positively and  significantly  associated  with
Organizational Productivity (B = 0.146, t = 2.160;
p<0.05). Thus, hypotheses H1, H2, H3, and H4 are
confirmed which posit that the Digital, Hard, Soft, and
Technical ~ Skill  Developments  positively and
significantly affect Organizational Productivity. The
predictive capability of the model was evaluated using
the coefficient of determination (R2). There are a few
guidelines concerning acceptable R2 values. This
research employs Cohen's (1988) threshold values to
categorize R2 values of 0.02, 0.13, and 0.26 as weak,
moderate, and strong, respectively. According to Table
6, R2 = 55.7% is considered to be strong for
Organizational Productivity, which is in accordance
with Cohen (1988). This means that the four constructs,
Digital Skill Development, Hard Skill Development,
Soft Skill Development, and Technical Skill
Development, collectively elucidated 55.7\% of the
variance in Organizational Productivity.

Technical skill has a considerable impact on the
productivity of organizations. The findings of this
research showed that: The effect of Spur Digital Skills
on Organizational Productivity is positive and
significant (f = 0.449; t = 7.383, p < 0.05). This result
indicates the impact of digital skills on the productivity
of an organization. Given that an organization is a
player in the digital market, its customer clientele
expectations in terms of digital compliance, and the
organization must employ digital technologies to
development of productive employees in the
organization to achieve business goals. This finding is in
agreement with Effiong, Lizzy and Rosemary (2022)
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who noted that skill development significantly reduced
insecurity in the Niger Delta region of Nigeria.
Besides, authors like Also, Pham and Nguyen (2022),
Bennett and Henson (2023) and Smith and Wang
(2020) showed that, digital skills increase the
productivity of workers in manufacturing, retail and IT
sectors.

The development of soft skills has a positive impact on

the productivity of organizations in Southwest Nigeria.
The analysis of data shows that the impact of soft skills
development on organizational productivity is positive
(B =0.301, t = 4.138; p<0.05). This shows that when
there is provision of soft skills, employees are able to
perform their duties effectively. The findings of this
research are in agreement with Smith and Doe (2024)
who analyzed the impact of soft skills on the
effectiveness of an organization. They designed an
integrated framework of soft skills within the
organization. Their framework was able to reveal that
soft skills development positively and significantly
affects the productivity of an organization.
Furthermore, productive soft skill development has
been examined by emerging authors such as Lee and
Kim (2023), who researched soft skill competency and
employees' capacity as a precursor to the moderation of
training and organizational performance. This research
analyses the effect of training on organizational
performance and the role of soft skill competency and
employees' capacity as mediators.

There is a positive impact of hard skill development on
organisational Productivity (B = 0.184; t = 2.814, p <
0.05). This aligns to AL-Rawahi (2022) who noted a
positive relationship in empirical study of employee
performance, training, and skill development while
Erskine-Sackey (2021) studied employee performance
in relation to staff training and skill development and
moderated job engagement. The conclusions of study
indicated that employee performance is positively
affected by professional skill development particularly
hard skills. This entails that in order for employees to
positively impact the organization, they need to possess
critical hard skills. Additionally, Patel and Shah (2015)
examined the impact of vocational training on
employee performance and organisational effectiveness
in large scale enterprises. The study determined that
vocational ~ skills training improves employee
performance and consequently organisational growth.
The authors noted that trained employees possess skills
that are distinct, and as a result, they perform better
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than untrained employees.

Technical Skill Development positively influences
organizational productivity (B = 0.146, t = 2.160;
p<0.05). Also, Kumar and Singh (2017), examined the
impact of vocational training on the performance of
small and medium-sized enterprises (SMEs). They
discovered that there is an impact of vocational training
program on the performance of small and medium
enterprises. In their study, performance was assessed
with profitability indicator. The research found that the
vocational training program implemented in the SMEs
resulted in increased profitability. This suggests that
well trained employees are able to facilitate
considerable growth and enhance the overall
performance of the entity they work for. Moreover,
Patel and Shah (2015) examined the impact of
vocational training on employee performance and
organizational efficiency in the context of large
multinational corporations. The study concluded that
vocational  skills training improves employees’
performance and by extension improves organizations.

6. Implications for Practice

The results of this study will most benefit organizations
focusing on skills development since a vocational skill
development allows an individual to be self-satisfied
and employable. In addition, an individual’s vocational
skills development is expected to create a business’s
entrepreneurial  spirit. The improved specialized
technical skills of employees are likely to contribute to
the development of new products, services, and
processes. Employees can identify and provide
immediate solutions to problems because they are
familiar with and current on the latest trends,
technologies, and standards in the industry. This is why
the results suggest that organizations implement
customized training programs that are tailored to the
needs of the employees and the industry.

7. Conclusion

This study concludes that there is significant influence
of digital skill development on organisational
productivity. Also, hard skill development significantly
influences organisational productivity. Soft skill
development significantly influences organisational
productivity. While technical skill development had
significant influence on organisational productivity in
Southwest Nigeria. Compositely, these four dimensions
of vocational skills accounted for 55.7 % variation in the
organisational productivity. This study highlights the
collective importance of these vocational skills.

8. Recommendations
In line with the outcomes of this study, following
recommendations were made:

1. A vocational development program on project
management should be organized to equip the
employees with the tools to plan, execute, and
oversee projects more efficiently, so as to
improve timelines and quality of output.
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2. Manufacturing companies should provide
vocational training in automation
technologies, enabling its workforce to
operate new machinery effectively and remain
competitive.

3. Employees should be encouraged to engage in
innovation-focused vocational program in
product design, this will assist them to adapt
to changes within their roles or organization

4. The organization should design their policies
in such a way as to encourage employees to
explore creative approaches to developing
new products or improving existing ones
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