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CHAPTER ONE: BACKGROUND OF THE STUDY
1.1 INTRODUCTION

Training of personnel is one of the most important functions of personnel management. Training is the process by which the management attempts to achieve the organization goals. Infact, human resources can be described as the key note of the resources to the very existence of an enterprise. Therefore, it is necessary here to describe the various system of training. The system of training civil servants varies from one country to another country. It should be noted that the first country to develop a scientific system of training was America.

In Nigeria, the merit system of training civil servant is adopted.

However, training into administrative cadre in the western Nigeria was based on orientation and induction of employees.

A typical teaching service commission training is based on orientation and induction, procedures, practices and rules that will affect them.

Also, the employees are provided with information’s about the job on which they will work.

All these information should be communicated in a work as quickly as possible.

At this point in time, having viewed what has been said, it can be observed that principle and merit plays a vital role in safeguarding the rights of all citizens, as a matter of facts, it is the best guarantee against federal character nepotism and arbitrary training into the commission

1.2 STATEMENT OF THE PROBLEM

Training has been a process of learning the skill that you need to do a job e.g management training or voucher training e.t.c.

One of the identified problems is the method of training based on orientation during the induction of employees. It has generally been observed by employees that the method being used had not yield the much needed result and therefore rendered the whole exercise useless and punctured the sound orientation,

Another problem to be consider is the employment of non- professionals into union field work and this can not bring about efficiency and manpower development.

Furthermore, merit is another perceived problem. It has been observed that people are being employed not base on merit but it has always been based on merit but it has always been based on whom you know syndrome and this has really affected manpower efficiently and effectiveness. 

More so it is observed that trained person that qualified for job would not be employed why? Because the trained person did not come from that state and therefore will not be employed and this has put the teaching service commission in jeopardy

    In view of this all above stated point has been the perceived problem encountered by the Kwara state Teaching services commission.
1.3 OBJECTIVES OF THE STUDY

The aim of the project is to assets critically the training exercise carried out by the commission. This would enable us to access the performance of the commission and the system adopted in training their employees

To find out if the system is based on strict supervision. To evaluate the work of each employees and if it has been used most frequently based on selected candidate, making merit increase in hourly rates or salaries

1.4 SIGNIFICANCE OF THE STUDY

The essence of carrying out a research of the magnitude is to point out the significance of the study. The research is based on study and observation. It will be the premises “to solving the problem encountered in training which is a guide to manpower development in Kwara State Teaching service commission”.

Secondly, it improve and standardize the level of education of the commission if the necessary tools of training is put in place which will further aggregate and accelerate the process of training thereby bringing standardization to the education in the state.

However, the process of training of the Teaching Service Commission will enhance the efficiency of the staff and bring about some level of achievement and efficiency to the commission.

Lastly, the significance of the study will bring about sanity in the Teaching Service Commission

1.5 SCOPE AND LIMITATION OF THE STUDY

There are two categories of staff: the academic staff and non-academic staff. The academic staffs are the teaching staff while the non-academic staffs are the non- teaching staff. 

Financial constraints posed a great problem to travel in anticipation of gathering more facts as regards the new education policy from the guidance and counseling teachers. Typing, binding of the project will also constitute problem.
1.6 ORGANIZATION OF THE STUDY

The organization of the commission is strictly in accordance with the introduction of the chapter one which deals with the introduction of the project which include aims of study, problems, scope and definition of the terms.

Chapter two focus on the literature review, factors affecting training programs, selection and placement.

Chapter three discussed the methodology of the study and the data collection.

Chapter four, address the analysis and presentation of training procedures on the commission.

Chapter five, is devoted to summary recommendations and some attempts to suggest solution to the problem of Kwara State Teaching Service Commission.
1.7 DEFINITION OF TERMS

TRAINING:

This is a way of impacting more knowledge and experiences to the staff. They need to introduce to new employer, the work environment and to show how to perform specific task contain the Teaching Service Commission.

MANPOWER:


This simply means the countries stock of skilled and unskilled labor forces at a particular period. It is that part of the total population which produce or could produce good services.

DEVELOPMENT:


Development deals with undertaking, it means to expose employee to perform additional dukes and assumed position of importance in the organization hierarchy.

AN ORGANIZATION:


This may have employee with ability and determination with appropriate equipment yet his productivity falls below expected standards.

JOB DESCRIPTION:


It defines the duties and responsibilities involved in a job

JOB SPECIFICATION:


It defines the qualities and skills necessary i.e self confidence and sense of hour and ability to make people laugh

INDUSTRIAL RELATION:


Is most often used in non- manufacturing firms especially where employees are heavenly union and labor management relation represent a substantial portion of the total function.

REFERENCES:


Charles. J. Cokeman: personal and open page pg.365

2. Guideline on civil service reforms

3. Kwara State Gazette land 9 of 1992

4. Public Services Review Commission Macn Report pag. 158

CHAPTER TWO

LITERATURE REVIEW

2.1 INTRODUCTION

There are different meanings of manpower development as many as authors and scholars can write on. These aspects of research deals with the review of availability of manpower development in textbooks and research work.

One of the prominent writer on manpower development is J.O.  Alabi, he defines manpower development as the process of generating training and request skills and competence relevant for social production.

Alabi also believes that manpower development and training is when members socialized and prepared to work and produced goods and services.

In the same view M.O. Ladipo looked at manpower as a process of planning and programming for the growth and improvement of an individual in an organization.

In other words, manpower development is the process by which personnel are recruited, selected, trained, motivated and retained within an organization system.

Similarly, Ademidekan defined staff development as the training and education of organization as well as the overall career development of each in individual staff member.

Training according to him is the acquisition of skills and education in the process, by which general ability is being developed

Edwin Flipp’s view manpower development as training to increase skill in performing a particular or specific job and education to increase general knowledge and understanding of our total environment.

Looking at all these definitions, manpower development could be defined as the training of personnel to increase and impose their knowledge, skill and attitude for efficient and effective implementation of organizational managerial functions.

The term manpower development is a longer process which requires recruitment, induction of personnel or human resources for successful implementation of organizational goals and objectives

IMPACT OF MANPOWER DEVELOPMENT ON ORGANIZATION


Manpower development has a very significant role to plays in any organization be it private or public. It is important to note that without manpower which is resources in an organization, other resources can not be effectively utilized despite all the scientific and technological break through.


In any mechanized organizations, human efforts and skills are required to operate the machinery. As a result for effective  utilization of human resources there is need for its development.


To support the above point, the effective utilization of a country’s labour force depends in part upon the development of small but strategic group of persons who have essential skills and special capabilities to guide the work of others.


Ubeku also stipulated that money spent on training and development of employee is money well  invested, employees who received adequate training before being assigned with responsibilities will not lack the necessary confidence with which to carryout the job. He also mentioned that, people who are not trained to stick to what they were taught the first time the first time they looked for the job, are frightened of during the job in different way because something might go wrong and that is the risk they can not take.

2.2 TRAINING

Several authors have discusses on the importance of training in an organization.

According to Michael, before active training commences, it is important to prepare a definition of training and experience required. It has been a long integral part of staffing process. Training requirement usually refers to due various types of educational attainment.

With training, the employee will know what to do at a particular time and how to do it well. They will learn to cope with new demand and challenges. For instance, C.C Nwachukwu in his address during the second annual conference of the Nigeria association of schools of the management and educational training (NASMT) which took place in 1981, he believes that no nation can attain or sustain economic and social development without the supply of qualified personnel to manage their development effort.

He attributed the delay in the social and economic development of Nigeria to the shortage of qualified manpower.

Training and development of manpower are very essential in this changing  times. Therefore, it is important that employees should be developed so as to aim at reorienting their attitude, skills and behaviors to assume fresh roles in a changing environment

2.3 SECLECTION

The manger or organization training adviser is faced with the problem of evaluating and selection from the many courses available. Somehow, he must device yardstick in terms of quality and relevance of each of these course to his own needs.

Intellectual awareness of new techniques may be gained from an appreciation seminars but the ability to apply new techniques clearly involved study in department with exercise and patience.

This means course which are small are to be allowed to study in depth under expert tuition and this cannot be produced cheaply.

Many institutions provide this type of training e.g. heniey  cranfield, the London and Manchester business school, the training college run by consultants and many technical and commercial college.

2.4 PLACEMENT

Placement has been describe by various ablation as part of the selection process weather than a separate process. It lay out mar emphasis on the performance based approach using whatever possible objective standard of measurement. The system is based on the fund amentia need of every manager to know that which is expected of him and requires a clear job description which include the specific level.

Placement has bee describe as a choice on whether to develop employer or not. Manpower development process can be grouped unto two-year major categories and base is off the job techniques and on the job techniques.

OFF THE JOB TECHYNIQUES

This is when on employee goes for training and is not producing anything for the the organization for the duration of the training.

According to William grinders, this is used when the employee feels that the employees are less skilled than people outside at importing training necessary for improving performance in the organization.

Off the job techniques of developing manpower permit the employee to get away concentrate more on self development.
ON THE JOB TECHNIQUES

On the job training is the direct application of the skill and abilities learned previously to the job experience. it is an inexpensive programme because it does not require  development and administration  of  a formal training programme.

REFERENCE
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CHAPTER THREE
RESEARCH METHODOLOGY

3.1 RESEARCH DESIGN

The research design used for this study were collected from two major sources, the primary and the secondary sources. The primary sources which was inform of interview with some staff of Kwara State Teaching Service Commission and Administration of questionnaire.

The secondary source were information’s collected form textbooks, journals, magazine pamphlet, articles and internet issues and concepts in Kwara State Teaching Service Commission, Herald and National Pilot paper articles on Kwara State Teaching Service Commission, Journals on seminars and workshop organized by Kwara State Teaching Service Commission in conjunction with Kwara State Government on staff discipline and punctuality, magazine and pamphlet on information and technology the Kwara State Teaching Service Commission for the staff. The study adopt the use of study and historical approach  

3.2 SAMPLE AND POPULATION OF THE STUDY

The population for this study titled: training as a guide to Manpower Development (A case study of Kwara State Teaching Service Commission) were used as a respondent for this study.

Simple random sampling was employed to give every staff equally opportunity of being selected

3.3 SOURCES OF DATA AND COLLECTION INSTRUMENT

This source of data are primary and secondary, the primary involved the administering of questionnaire and personal interview at the Kwara State Teaching Service Commission, through this, the researcher are able to get the detailed analysis of the study. The secondary data used in the course of the research exercise are obtained from:

i. Newspapers and magazine

ii. Pamphlet, unpublished articles and other related items

iii. Book of record of Kwara State Teaching Service Commission

iv. Related books coverage

3.4 METHOD OF DATA ANALYSIS

For easy access of this work, we administer the use of simple percentage in analyzing the data collected through the administered question and interview.

The researcher purposely choose the method because of its simplicity from the researcher’s findings. Simple percentage is easy to understand by both average and learned person who wish to access the research work.

3.5 RESEARCH PROBLEM 

There are many problems encountered in the collection of data for this study. The very first problem encountered was what constitute to secrecy of the board. Those in position to provide information are restricted to do so because of the fear of relating the commission’s secret information to unauthorized person.

CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

4.1 INTRODUCTION

4.2 HISTORY OF KWARA STATE TEACHING SERVICE COMMISSION

The commission was established in accordance with the Adefarasin in April 1972 to provide job security for teaching in voluntary agency. Post primary, institution, none teaching staff, among other things.

Up to 31st May 1992, all government secondary schools and voluntary agency secondary schools were under the control and supervision of the ministry of education. But for any community to achieve reasonable progress and development, the importance of education cannot be over emphasized.

It is therefore, the realization of this fact that lead to the establishment of the state school board. The education (Amendment) edict 1972 listed in the commission, the personnel management of all teachers in grant aided post primary school effective from June 1972 purposely to ensure that high and acceptable standard of education is maintained throughout the state. Other reasons for the establishment of the commission are:

i. Proper harmonization between their institutions and the state government

ii. To implement the government manpower development program through the state.

Management of all aided voluntary and community secondary school in the state.

4.3 PRESENTATION OF DATA

This chapter deal with the analysis and presentation. In all thirty (30) copies of questionnaire were provided and distributed out of which twenty six (26) were completed and retuned, 30 the remaining four (4) copies were reared in non- response. The result derived from this analysis in this chapter were based on (26). The data were analyze with the use of simple percentages. The total response from the respondents on any question from each table were considered to be consensus of the respondents.

	WORKING DURATION AT THE COMMISSION:



The commission has been in existence for the past thirty five years (35), about 16 (59%) respondents claimed to have been with commission for fifteen years (15yrs). This is necessary to how long some staff have been in the commission as to know their level of training with though selection process.

4.4 ANALYSIS OF DATA

Table 1.0 training of both junior staff from different grade in the Kwara state teaching service commission

	Respondent 
	               No 
	Percentage %

	Agreed 
	               20
	78.6

	Disagreed 
	                  6
	21.2

	Total 
	                 26
	100


A breakdown of the respondent shows that 20(78.6%) respondent are of the view that the commission has witness a great training of the junior staff from different grade in the commission while 6(21.2%) disagreed that some junior staff are not trained here own perception.  

Table 2.0 training as significant tools in the Kwara state teaching service commission

	Respondent 
	No
	Percentage 

	Agreed 
	22
	83.2

	Disagreed 
	4
	16.7

	Total 
	26
	100


This visible research and statistics revealed that 22(83.2%) respondent applauded to the  training  as a means of improving and development of manpower in the Kwara state teaching service commission because they are not doing the right training and are empowering the staffs. 

4.5 STAFF DISCIPLINE

This is one of the function of the Kwara state teaching service commission, it has corrective measures used to prevent serious farm to the commission when grievance are initiated by the duty is very essential and at most importantly, they also hade a provision and conduct a discipline which is beneficial and non beneficial depending on the act of undesirable performance. They apply a good discipline procedure which is addressed to depend him or herself and conduct a proper investigation against injustice.

The staff discipline involves oral warning, suspension and query before a disciplinary 

4.6 TRAINING

Kwara state teaching service commission training programme is to acquire and develop their staff and to provide an efficiency and standard of teaching in Kwara state. It is specially designed to improve the overall competent of the workers beyond the job currently held Kwara state teaching service commission also organize seminar, workshop and public lectures, conferences and symposiums for their staff especially the junior staff to increase the quality of performance and development to boost their orientation with astonishing advances in information and communication technologies require constant manpower training and exposure of staff to prevent deterioration in performance and discharge of their duty.

From the research conducted, it could be referred that through the commission in an educationally advantage area, made a positive fight towards the reduction in the incompetence of the staff in the educational sector.

Knowing in the barrier of this research, financial constraints is one of the problems to this data collection. This is due to the fact that Kwara State Teaching Service commission is not near to the researcher 

4.7 SUMMARY OF THE CHAPTER

In this chapter, we mostly focus on the presentation and analysis of data in Kwara State Teaching Service commission. The analysis in this study is based primarily on the training conduct of officials in the Kwara State Teaching Service commission

The Kwara State Teaching Service commission processes its training of junior staff from grade level 01 and above, also, the staff on field and within the teaching service commission.

The Kwara State government should do more by sending the staffs on a short term course outside the state to develop there skill and knowledge. Whenever the staffs are on training, there should be a special package for the staffs on training. Allowances should be paid  in time 30 that the staffs on training will be committed to what they are doing because it will serve as a moral booster.

CHAPTER FIVE

SUMMARY CONCLUSION AND RECOMMENDATION 

5.1 SUMMARY OF FINDING

At the long run, it will be necessary to summarize the whole story at this junction.

In chapter one which deals with the introduction of the project. How the personnel training have become very important to the organization. Describing the various system of training which varies from country to country.

This chapter also contains the aim of the project, it assesses critically the training exercise carried out by the commission which will enable them to assess the performance of the commission and the system adopted in training their employees.

This chapter also further contain the scope of the study i.e  the constraints of time and others resources the study will cover.

More so, in the same chapter one we still have the statement of the problem i.e to identify problems.

Chapter two contains the selection and placement which is described by various author as part of the selection process rather than separate process, it lay more spelling on the performance based approach using whatever possible objective standard measurement.

Chapter three is mostly concerned with the methodology/research method i.e data on which the study was based.

More so, this chapter also talked about sources of data collection instrument. This sources of data mentioned above in the research methodology are the primary and secondary.

In chapter three we also have the research problem, there are many problem encountered in the collection of data for this study.

In chapter four, it mostly focus on the data presentation and analysis in Kwara Teaching Service Commission.

This chapter also talked about history of the case study, how the commission was established in accordance with Adefarasin

Commission and Asabta committees’ recommendation

5.2 CONCLUSION

Anything that has beginning will also have an end. How we have come to the conclusion of this project, so far we have tried to highlight the training as a guide to manpower development especially in Kwara Teaching Service Commission.

Manpower development has a very significant role to play in any organization be it private or public. It is important to note that without manpower which is human resources in an organization other resources cannot be effectively utilized despite all the scientific technological breath through for any mechanized organization human efforts and skill are required to operate machinery. As a result for effective utilization of human resources, there is need for its development.

To support the above point, the effective utilization of country’s labor force depends partly upon the development of small but strategic group of person who has the essential skill and special capability to guide the work of other.

Money spent on training and development of personnel adequate training before being assigned with responsibility with the accessory confidence with which to carryout the job.

With adequate training, the personnel will eventually know what to do at a particular time and how to do it well, they will learn to cope with new demand and challenges

Training and development of manpower are very essential in this changing time.

Therefore, it is important that personnel should develop so as to aim reorientation attribute environment.

5.3 RECCOMMENDATION

To improve the standard of education in Kwara State, the Kwara State Teaching Service Commission should be carefully development. That is, the personnel should be trained.


The commission need well experience and qualified personnel to take to the affairs of the commission, the teaching service commission are in charge of training of teachers so in order to improve the standard of learning, the commission should look into the welfare of the teachers, make sure they go for further training to improve their standard of teaching most especially those taking science subject.


Their training program should be designed in a way that will not affect other activities of the commission. The teachers should not be denied of their benefits while to training so as to encourage them to go for further training.
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