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CHAPTER ONE
BACKGROUND OF THE STUDY
1.1	INTRODUCTION 
To make increase in productivity and efficiency in an organization, there is the need to develop, train and motivate an employee so as to stimulate the achievement of the organizations objectives. After performance Appraisal has indicated or discovered that poor performance is as a result of inadequate skills and inability on the part of employees steps have to be taken to improve such skills and ability through training and the case of management, it is known as development.
	For success, every organization need to have well trained and experienced, workers to perform the activities. Even experienced worker need to learn about organization, its people, politic, culture and procedures. If employees commitment all requirement of a job, training may not be important. No employee came over posses all necessary ingredients that a job requires. He may be excellent on one subject or aspect, superb on the other test he finds some aspect of the job a little difficult. This is where training become important in other to increase the versality and adaptability of employees. If jobs are simple, easy to learn and influenced by technological changes sophistication and the complex society, training is inevitable. 
	Training is a process of updating skills and developing new ones. This training in every learning directed towards the question of a specific knowledge and skills for the purpose of an occupation or task within an organization. Therefore an organization as well as the need of an individual employee in an organization. No wonder in December 1990, the commissioner of labour in his address to the 14th annual general meeting of Nigeria employee consultative association (NECA) stress the role of employee in training their employee to be able to carry out their responsibility effectively. He said "The development of human resources cannot be entirely the concern of our nation' education, institutions capable of performing training functions.
	Every enterprises, whether public or private does necessary consideration on the job training, some which are organized and some haphazard and incidentals, if employer displays greater readiness many of them do so to invest in training institution. 
	The case of Japan is a relevant example, before adequate public educational institutional could be established in Japan, Private enterprises have their own programmes to increase workers and you as employer's planner and National leaves development planner and technical assistance agencies and the world must recognized the important of the development of human resources, without which we cannot overcome the continuing storage of trained people as we strive to throw off the bonds of economic backwardness and to achieve the social and economic objective of our development plan.
	However, to do this, style of leadership is also very important as training itself leadership is the ability based on personal qualities of the leader elicits the follower compliance, in a bond range of matter. Also as a personal relationship in which one person directs, co-ordinates and supervises others in the performance of a common tasks. The work of motivating and co-ordinating group members has to be done either by "branching the proverbial stick or by dangling the equally proverb carrot.
	The former is more jobs centred while the later is a non-directive group centered procedure. Therefore management can determined the situation which these leadership works best an them, select or train men so the leadership style fill the particular job within an organization. 
	Meanwhile as the need for knowledge and skills that employee can use to cope with it. 
	Good training worth more than experience purse though the later is still valuable.
	In an organization, the need for training shows itself in many ways. These new employee must be instituted in their duties, ands poor selection may necessities specialized training. Individual employee who cannot perform certain aspect of their duties must be made equal to these tasks. 
	Complete changes of working method may come about from time to time. 
	This necessitate training, information about new policy may have to be dissented attitude must be concerned and corrected.
	Moreso, without adequate training, errors, occupational accident and misunderstanding will rise.
	To sum up, training of employees is a vital task for the management to ensure increase in productivity and to stabilize or maintain on-going performances of employees in the organization. Efficiency and effectiveness is the goal of every organization. In other to achieve these, there must be a system of training employees.
1.2	STATEMENT OF THE PROBLEM 
	One of the problem of achieving greater efficiency in public sector organization in Nigeria today particular in Moro Local Government Area of Kwara State is that, the local government lack trained and skilled personnel in carrying out day to day task. No organization no matter how well conceived can run itself successfully without trained skilled and experienced personal in which the organization would have to channel success for the organization. 
	There are training procedure and the development exercise at the local government which has become personnel system or procedure for training the personnel. This old personnel management procedure affects the efficiency and effectiveness in the local government also the application of quota system policy and staffing development procedure to improve availability of human resource management practices and organization effectiveness of Ilorin South Local Government with the particular reference of staffing development efficiency. The research observed ineffective and reluctance on the part of the staff in performing the job due to the lacks of experienced and inadequate training of the personnel. 
1.3	PURPOSE/ OBJECTIVE OF THE STUDY 
	The purpose of this research work are 
i.	To examine how training affects the efficiency of an organization and to see what need training of it's employees. 
ii.	To find out conclusion on how to achieve efficiency in the organization or local government. 
iii.	To identify appropriate service and development activities responsive to employee wishes and inactive by devolving them to local representative bodies. 
iv.	To examine the mobilization of human and material resources through the involvement of members of the Local Government in their local development. 
1.4	SIGNIFICANCE OF THE STUDY 
	This project will be relevant to the organization and other business concern. A comprehensive study of the organization being used as a case study i.e. Moro Local Government in this project will no doubt be beneficial to individual and organizations who is operating in today's dynamic productivity. Thus, the significance of this study aims at the following namely: 
1.	How training and development can improve the credit position of an organization. 
2.	How training and development will enable the organization to get a maximum proficiency of the employee's inputs. 
3.	How training and development can develop the carrier of employees in that chosen field of study. 
4.	How training and development will be useful in guiding the organization in its future decision making on training related matter. 
5.	Also, how its aims at showing how it will contribute to the knowledge of an organizational development. 
1.5	RESEARCH HYPOTHESIS 
	An hypothesis is an expected but unconfined relationship between two or more variables the research feel conducible with all statement and question ask from Moro Ilorin Local Government between the two variables that is between the research and the Moro Local Government bodies as a whole. 
1.	Hi: There is significant effect of training and development in improving the efficiency of workers. 
	Ho: There is no significant effect of training and development in improving the efficiency of workers. 
2.	Hi: Training and development is a major causes of the problem facing efficiency of workers. 
	Ho: Training and development is not major causes of the problem facing efficiency of workers.
3.	Hi: Training and development is useful in the effort to increase the efficiency of workers. 
	Ho: Training and development is useful in the effort to increase the efficiency of workers. 
1.6	SCOPE AND LIMITATION OF THE STUDY 
	The scope and limitation of this project is More Local Government Bode-Sadu and the area which it tends to cover the training prospective, efficiency the cadre of staff being trained and on what basis one trained e.g. in service. 
LIMITATION OF THE STUDY 
	The research work was not done without limitations. The researcher encountered some constrains in the course of carrying out this research. These limitation were: 
a.	Insufficient time for in-depth research work to do carried out by the researcher.
b.	Inadequate finance for the production of some necessary material and copies. 
c.	One of the limitations to this study is that I don't have access to those relevant data that will guide me in writing a very completed succeeded project. Another limitation is that of both financial and time problem which were needed in high percentage in this research work. 
1.7	ORGANIZATION OF THE STUDY 
	This paper is being organized in such a way that chapter one deals with the introduction, objective, significant of the study, scope/limitation of the study, methodology of the study, definition of some terms. 
	Chapter two is a literature review of study while chapter three examine the sample and population of the study, the sources of data collection/data collection instrument method analysis than research problem then chapter four is the interpretation of data being used in purpose of study. While chapter five continuous the recommendation being made summary and conclusion and also bibliography and references at the end of every chapter. 
1.8	DEFINITION OF TERMS 
Efficiency: Efficiency means the relationship between the achieved objective and the amount of resources consumed in the process i.e. it can measure in term of output to input efficiency equals output i.e. relation of input to output. 
Training: This is a process whereby an employee is made known to something new which would help him in the performance of it's task. This is also include knowledge and skill in the performance of his duties. Training consist of importing information charging in attitude or implanting skills. 
Leadership: Leadership is the act of influencing the action or behavior of the people to achieve goals in a given situation. It is ability to move followers to action willing and enthusiastically without any conclusion and in the process greater efforts. 
Organization: Organization can be best understand through it's characteristics which are structure purposive, interaction and communication. Therefore organization can be defined as a social grouping which is positively established in a more or less deliberate manner to achieve some objectives. 
	It is also rational cooperation of activities of a number of people for the achievement of some common explicit purpose or goals through division of labour and through hierarchy or authority and responsibility. 
	Organization implies the continuously system of differences and co-ordination of human activities, utilizing transforming and welding gather as specific set of human, satisfying particular needs. 
Development: Development as many process which individual level increase skill responsibility and material well being of social level. An increase in the capacity to regulate both internal and external relationship at the highest level. It is also seen as increase or increase capacity for dealing with the environment. Many sided individual, society and highest stage of society.
	It can be seen as an institution mobilizing which has to do with political and social transformation. 
Workers: Workers can be seen as an employee that serves as an organization or company in ordinary meaning, a worker is somebody who put in his energy and ability into the production of given service in when he expects a reward in kind in cash for the receive instrument from the management. 
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CHAPTER TWO 
LITERATURE REVIEW 
2.1	INTRODUCTION 
	Training is the organized procedure by which people learn knowledge or skill for a definite purpose (Dale, 1980). Thus the objective of training is to achieve a change in the behavior of these trained. 
	According to MC-Hill (1989) "Training consist of planned programme designed to improve efficiency at the individual, group and organization tasks of levels. 
	Traditional lower-lower employee were "Trained" while higher level employees were developed (Mc-Graw 1989). Thus its distinction focusing on the learning of hand on kills verus interpersonal and decision making skills. Properly organized training according to the chairman of the manpower services promotes job satisfaction and contributes to the efficiency and profitability of any organization. 
2.2	THEORETICAL FRAMEWORK 
	Training has been defined as the systematic development of the attitude, knowledge, skills behavior pattern required by an individual in order to perform adequately given task or job (Livy, 1980). 
	Edwin emphasized the point that training and social behavior unfortunately, two much emphasis is often placed on the techniques and method of training to be used and not enough on first defining with the employee should first defining while the employee should learn in relation to desired job behavior furthermore, very few organization place much emphasis on assessing the outcome of training activities whether the training objective were met. One way to keep in mind the training, the phrases of a training programme. Is to portray them graphically, in the form of model that illustrate the interaction among the phrases of the programme. 
	Dale (1980) in this book "Management of people at work defined as the organized product by which people learn knowledge and skill for a definite purpose". 
	The key word here "Organized procedure and knowledge" Therefore, training must be organized to meet the requirement for a specific task. He goes further that the objective of training is to achieve a change in the behavior of those training.
	In Gosh (1979), he expressed in his book titled personal management and industrial relation, sees training as a process by which the attitude skill and ability of employee to perform specific job with a view to improve productivity development Jac Hall (1978) in his book, Applied Human Relation and Organization Approach, sees training as the process of training and receiving information to problem solving. There are many problems arising day in day out within an organization and the strongest one some of attitude knowledge and skills.	
	The accomplishment of such adjustment and modification implies training to obtain a modification implies training to obtain a full a value for training. Bowers suggested several basic requirement that must be met and they are as follows. 
i.	Training objectives must be related to organizational objectives. 
ii.	Responsibilities of training must be accepted by the management. 
iii.	Training material must be appropriate to the type of learning that is desired and the kind of individual who is to be trained. 
iv.	Training programme must be tailed to the specific office in which they are to be used. 
v.	Evaluation programme must be used by updating old skills and developing new ones. 
REASONS FOR TRAINING 
	Whenever it is noticed that an employee is making satisfactory effort, but there are evidence of inadequate job performance, attention should be given to raising the skilled level of the employee.
	A rise in the number and rate of accident may suggest some form of training or retraining. Also, when change occur or are imposed upon a worker as a result of a job redesign or a technological breakthrough training is needed to remedy the problems created. Other problems that may all for training include low levels of productivity, drops in productivity high rejects stoppage and change in the organization strategy.
	The organization my arrive at the conclusion a number of ways. The conclusion can be drawn from systematic analysis of the organization's need, the tasks being done and individual performance. Although, training cost time, and money yet many organization hale done to realize these costs to be a sound investment in human resources. 
	The need for time and type of training must be systematically discovered and organized in order to avoid wastage and equally to derive maximum benefits, for example, if pay is low, supervision is poor, benefits are inadequate or no existence or deficient physical plant, while amount an organization commits to training may have little or no effect since poor performance is due to some conditions that training cannot remedy.  
	A haphazard approach must be avoided because it will not result in bringing the gap between where the employer is now where the employer is now where to, should be in terms of skill, knowledge and ability.
	Mongene and Thayer advanced a three steps approach thus. 
STEP ONE 
Organization Analysis: Here the objective, resources and other attributed of the company are examined to reflect in the training programme for the employer. 
STEP TWO 
Operation Analysis: It involves examing the jobs performed by that individual in terms of the description and specification of the job. This is aimed at ensuring that the individual performing the job meet up with the specification for that job.
STEP THREE 
Non-analysis: It involves determine existing skill of the employee in order to design a training programme that will bring the gap between the existing skills and those in should have a revealed by job specification. 
TYPES OF TRAINING 
Basically there are many types of training which are as follows: 
A. 	ON THE JOB TRAINING: As the names implies is a type of training that is given in a normal working situation. The employee is taught the skills of the job. By giving him the job to perform. The trainee's using the after tool or equipment that he will eventually use after tool or equipment that he will eventually use after the training programme in the type of training, the trainee is considered to be a partial worker. It has the advantage of close supervision and enables the employers to add the overall production. Also, the training is conducted in the actual work environment. In addition, learning will be trainee will see after training and thereby cost loss to the organization as well as an individual trainer. A major disadvantage is that mistakes by employees can be costly as it my disrupt production and involve a lot of expenses to remedy the situation. The demerit on the other hand is that the instruction is may be a poor teacher and therefore may not have among time to give proper farming to the potential trainee. Also valuable equipment could be damaged in the course of training. 
B.	OFF THE JOB TRAINEE: This is a type of training through which the learning activities take places outside the organization and usually employment, simplified tools, and equipment that the trainers may use or not use. It can also takes place in the or not use. It can also takes place in the schools or colleges as the case may be. Federal college of surveyor Oyo, Oyo State and the rest like that. The merit or this type of training is that training is given by an explicit constructor and it is expected that the off the job training is given by an expert instructor and it is expected that the off job training will be the highest. Quality standard it also allows the training in a planned stayed and special equipment can be used. The demerits can be deducted from the fact that it is expensive and the highest cost of premises, equipments and instruction can only be justified. If there is a regular fairly large number of trainee. Moreso, there could be transfer of learning difficulties especially when the trainee change from training equipments to production equipment. 
C.	VENTIBULE TRAINING: It is a employer that takes away from the actual job environment to a training school that is a semblance of the work environment. Mistakes do not affect either the machines in the factory and production but it involve double cost. 
D.	APPENTICESHIP TRAINING: Is a kind of training relates to situation where technical skill can be acquired only after sometime, period of time is the actual performance of the job. It often takes a fixed period of training it is combination of both and off training methods. 
E.	INTERNSHIP TRAINING: Is a joint training programme between schools and business organization, the business organization afford school leavers the opportunity of putting theories into practice e.g industrial attachment and house manship for professional doctors and pharmacist respectively.
F.	SIMULATION ON SPECIAL: This is a result of advancement in electronics and other sophisticated products in electronics and other sophisticated products for cost or safely reason. It is imposture to train employee on the machine but something close or similar to actual machine e.g. pilot training. 
G.	RETRAINING AND UPGRADING: Retraining involves teaching new skill to an employee because of technological changes or to increase labour mobility while upgrading is giving an employee a higher job to perform. It improves his skills and enhances his opportunity for promotion. 
	Arhur, also examined types of training which includes 
1.	Impacting Information:  In many training simulation on the problem is merely one of importing information or implanting new ideal into memory. This can be done in many ways which include verbal, printed material such as letters, bulletings, manuals and handbook or by training is a kind of impartiality. The employee will be reception but passive. The employee my tend to be resist and juts because he or she has to substitute new ideas with existing ones. Often it is one way only. So the originators does to know whether the employee understood or responded favorably. 
2.	Changing Attitude: Attitude training according to him must appeal either to the emotion or reasoning that those to be trained. It started with realization that those attitudes already have surrounding them considerably "emotional power" attract is likely more by the explode the power just as John credited with the statement that people's believe to the extent that they participate there is likes the key to attitude training employee themselves must participate in training employee themselves must participate in training. If they are to be led to the proper it should not be such statement as we have to change our attitude towards the organization promotion, policies, obviously, the counsel must be premisive if the training is going to take place.
3.	Improving working skills: The third of training is improving skills asw identified by Arthur this refers to sensory motor coordinator or the performances of work. Typical would be operation a book keeping machine or an engine later normally, skills consists of the part technical sensory observation and muscular coordination all task have some of these element in them with different accents. 
2.3	CURRENT TREND IN THINKING 
	According to Edwin B. Fillipo (1984) after the employee has been recruited, selected and inducted, he or she must be development to better fit in the organization. 
	The added that no one is perfectly fit at the time of the living and some training and education must taken place, even the existing employees need to be trained to refresh them and enable them to keep up with the new method and techniques of work. 
	This organization has a choice of whether to develop employee or to give them better training to increase skills in performing a specific work. 
	According to J. Bally (1974) he maintained that many business now have training schools management colleges and training staff with the method called vestibule training UBKU (1975) categorized training needs of any company into two different categories classes. 
1. Company training needs 
2. Individual training needs. 
	Training should not be taken for the sales of it, it must be geared to the objectives of the particular company, this is important because companies differs in culture and in order to work out a training programme the training needs of each have to be assessed. 
	No company can plan a realistic training programme without though diagnosis of the present man-power position been made the companies future plan and the types of man-power requirement have been decided upon. 
	It is therefore essential to know what the present skills are based on the instill feeling or belongs and acceptance as well as general enthusiasm and high moral. 
	Orientations careered out by the present department to improve the existed training and development of the employees in order to make them more efficiently and productively. 
2.4	SUMMARY OF THE CHAPTER 
	According to UVEICN (1975) a company has to evaluate its training performance in term of needs until which expected to be met by the training.
	The cost involved, the stressed that is carefully and critically evaluation that we can know whether the money spent on training was producing the result needed by the company.
	What improvement can be made to the training process in reducing cost and improve efficiency whether the type of training given is necessary to improve organizational effectives or whether the money was spent on another activities will contribute more effectively to the attainment of the organization goals. 
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CHAPTER THREE
RESEARCH METHODOLOGY 
3.1	INTRODUCTION 
	As Machinas (1982) noted, a method of studying would enble interchange of ideas and information, it will help us formulate commonly accepted techniques and rules. In other to facilitate this research study, we have approached method of study under the following headlines. 
3.2	SAMPLE AND POPULATION OF THE STUDY 
	The population under the study is made up of workers of Moro Local Government Council of Kwara State comprising of executive chairman and supervisor and other staff of the council. A sample of 60 respondents was drawn from the population using a systematic random sampling method. 
3.3	SOURCES OF DATA 
	Both the primary and secondary data was utilized in the study for the primary data, two survey instrument were used in the data collection namely: oral interview and questionnaire. The oral interview was based on some drawn up question conducted for category employee that could not answer the questionnaire objectively at the same time, the executive chairman was interviewed on the on variety of issues that bothered on the training programmes instituted and organized by the council. 
	Similarly the secondary source of data collection evolved from most written literatures that boarder on the topic of discussion. In these regards data were gathered from writing test and periodical such as: magazines, journals, newspapers, textbooks and research dissertations. 
	The questionnaire on the other hand constitute the major tools adopted in gathering the primary data for this work. The questionnaire were structured in a manner that will cover a numbers of variables particularly in training programmes which might have improvement on the efficiency of workers in the establishment. The questionnaires were made of structured questions. In this regards, section A comprises of personal data of respondents. However, the satisfaction method was used in administering the structured table. The essence of using the method therefore was to ensure that every staff of the department in the establishment has equal chance of being represented as a respondents. 
3.4	METHOD OF DATA ANALYSIS 
	In the analysis of data, mathematical or statistical models are required. Dickson (1984) noted that mathematical method are used to reduce the mass of data into a compact form. In these regards therefore, the mode of data analysis will entails around statistical techniques.
3.5	RESEARCH PROBLEMS 
	In the course of data collection of this study, the following constitute the researcher major problem: 
a.	Unwillingness of the administrative staff to reveal or made available document required for the purpose of study because of criticism fear.
b.	Financial Incapability: The data collection and processing requires money i.e. transport fare and other, hence, the study was carried out within the financial capability.
c.	Source of Information: Is not easy to get rid of facts the establishment for example study was carried out within the information collected. 
	However, despite the odds, after much lobby and convination, the administrative staff of the establishment concerted and wanted an audience and also made some of the required document available. 
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CHAPTER FOUR 
DATA PRESENTATION 
4.1	INTRODUCTION 
	The chapter of the research work is concerned with extracting the meeting of the data collected. The task here depends on some of the choices made during the research method and design phrase. Basically, this chapter focuses of the analysis of data interpretation and discussion of findings.
	As stated earlier, that the Moro Local Government which has it's headquarter in Bode-Saadu of Kwara State. Henceforth, there is need for the sharing assets and liability of the parental local government which is Moro Local Government. Everything was shared accordingly including employees of the local government.
	In 1997, the administration of local government started properly but there was no travelling in that year for the employee since almost are well seconded down to the local government has been able to gain more staff than earlier through requirement exercise by the local government and secondment from local government commission. 
	The research work therefore, revealed that Moro Local Government is more concerned with training employees whose course chosen are relevant to the service employed to him/her from the local government. 
	Although the management of the local government just take initiation of training exercise but no application but the employee by the employee through the planning and statistic unit of the local government.
	Moreover, the research work revealed that to one that there are some staff who sincerely initiates to train themselves without the help of the local government, even these categories of secrete training and other those in more than the employee, that local government itself undertaken to send on. Course training, these particular that they initiates to train themselves secretly complains that they so to testing the whole activities as well as duration of period before being considered for training properly.
	There are also some employee that embark on course on all particular basic and often complication of the course of management.
	The researcher also shows that the local government has been trying in their training exercise both for the senior worker or junior workers and it has being a fruitful result in the efficiency and effectiveness of the local government.
	The 1998/1999 training exercise of the local governments revealed that eighteen officers were trained in various disciples in the local government in order to promote efficiency and effectiveness in their respective field and disciples. 
	Categories stage
	Training programme
	No of staff strained
	No of staff not trained
	Percentage of staff trained

	Senior staff
	Seminar 
	5
	-
	16.7

	
	Symposia 
	3
	-
	10

	
	Workshop
	4
	-
	13

	
	Classroom/lecture
	8
	-
	26.7

	Junior staff
	Job rotation
	3
	1
	10

	
	Apprenticeship off the job
	5
	1
	16.6

	
	Total
	28
	2
	93


Source: Research Field Survey, 2024.
	The above table shows the training schedule of an establishment for the number of senior and junior staff that was expose to various of training through job rotation. Five were engage in form of apprenticeship programme. 
	However, about a total of two (2) respondents opine that they were earlier involve on job rotation or any form of training. 
4.2	BRIEF HISTORY OF THE CASE STUDY 
	This chapter presented in historical background which involve training of development and organizational structure and chart in the local government. 
	Moro Local Government Area of Kwara State was created out of the former Ilorin native authority following the famous 1976 local government reform in Nigeria it shares common boundaries with Niger or Oyo State; the Local Government are Asa, Baruten, Edu, Ifelodun, Ilorin-East and Ilorin West Local Government Area. Based on the 1963 census figure about 162-647 people live in the area. 
	Administrative the local government headquarter is at Bode Saadu with district Lanwa, Ejidongari, Oloru, Malete, Ipaye District. The local government area has a land of 3,304 square kilometer. It enjoys the two major climate seasons of the year i.e. raining season which usually begins in March and terminates in the dry hand in the month of January-November, February the vegetation of this local government belong to the guinea savanna with wood land and tall grasses. The minimum average temperature ranges between 210c to 350c. The people of the area are predominantly peasant farmer and the crops they grew include yam, maize, guinea corn, rice, beans, cassava, groundnut, vegetables and sweet potatoes. 
	They also engaged in animal husbandry. There are high potential to be tape in these sectors. Moro Local Government is no lacking behind varies economic activities and making resources are in abundance. The local government area is an agricultural endowed one. It also habers the Nigeria paper mills, Jebba, Rural and Agro-Based small scale industry are sparsely spread. There are about twenty five (25) butter industries spread over the area and another (25) locust beans (local mega industries).
	Moro Local Government also has a number of small scale industry, which include poultry in millet, five printing vest at Jebba, five block making in some area like Jebba. 
	Local industry are also housing local government through the adoption of proper technological product of these industries include pounding molter and pastilles in Biribiri village in Lanwa district both in Ajuba or Ipaye district locally wooding clothing materials in Shao, Ipaye and Bode Saadu and toilet soap making and government are basically an agregion one with 70% of her citizens being farmers. 
ORGANIZATIONAL STRUCTURE OF MORO LOCAL GOVERNMENT COUNCIL, KWARA STATE 
	The organizational structure of the local government in this broad headings which could be viewed in the angles of roles and responsibilities. 
	This can also categories as political and division is headed by the chairman and his political appointees. i.e. the executive are "vice chairman secretary to the council and supervisory councilors on one arm the legislative arm on the other hand the speaker, deputy speakers majority speaker, minority reader chief whip and the rest councilors that responsible for local government making. 
	The second aspect of the organizational structure in the administrative division led by the director or personnel who directly responsible for the directory, organizing, planning, coordinating the affairs of the work-force of the local government with the rest staff (5) Department Heads namely: H.O.D Education Social Service, H.O.D Agriculture and Natural Resources, H.O.D Works, Land and Housing, Health and Medical and the accountant general of the local government is the treasurer.
ORGANIZATION CHART OF MORO LOCAL GOVERNMENT COUNCIL, KWARA STATE 
 (
Deputy Director of Personnel
Assistance of Director
Chief Admin 1
Chief Admin 2
Chirman
Vice 
Chairman
Council secretary 
Director of personal (DPM)
Supervisory council
Leadership 
arm
Speaker
Deputy 
Speaker
Management
Clerk
Minality leader
Other law maker councilor
)


	






4.3	PRESENTATION OF DATA 
STAFF TRAINING ACCORDING TO THE DISCIPLINE AND DURATION OF THE COURSE 
	Discipline
	Course duration year
	No of trainee
	Total

	MBA
	1
	1
	1

	PGDPA
	1
	2
	2

	BSC DEGREE
	4
	
	1

	HND AGRIC
	2`
	1
	1

	HDPAA
	2
	1
	1

	DPAA
	2
	1
	1

	JCHEW
	2
	1
	1

	CHO
	1
	3
	3

	ORTHNUR
	1
	1
	1

	TOTAL
	16
	14 Trainees
	14 Staffs 


Source: Research Field Survey, 2024.
	Based on the above table, it is pertinent to realize that the local government register excellence in training their staff because if not making, the degree programme and they were also being financed by the local government. 
	Infact, this trained staff have being performing excellently well in their various field most especially the health officers among them trainees this has yielded positively in the efficiency in the office of the local government. 
	The research work also concern in the training programme for the year 1999/2000 and it was gathered that (24) twenty-four officers were on training for the period though many of them have finished while others are still on it. 
	The below table shows the staff trained for the year 1999/2000 on the discipline and field respectively. 
STAFF TRAINED ACCORDING TO DISCIPLINE AND DURATION OF THE COURSE FOR THE YEAR (1999/2000). 
	Discipline
	Course duration (year)
	No of trainee
	Total

	MBA
	1
	1
	1

	PGDPA
	1
	1
	2

	HND ACCT
	2
	1
	1

	DPA
	2
	3
	3

	DPAA
	2
	2
	2

	CHO
	1
	1
	1

	MIDWIFERY
	2
	1
	1

	JCCHEW
	2
	2
	2

	SCHEW
	3
	1
	1

	ENVIRONMENT
	4
	1
	1

	ENT
	-
	-
	-

	CPAA
	1
	4
	4

	TOTAL
	-
	24 Trainees
	24 Staff


Source: Research Field Survey, 2024.
	Based on the above table, it is not worthy that the local government does not base the training exercise on the senior staff alone but also as well as junior ones. Although, many of the judgment on the previous table are on personal observation and second data i.e. the training files. 
STAFF TRAINING ACCORDING TO THE DISCIPLINE AND DURATION OF THE COURSE 
	Discipline
	Course duration (year)
	No of trainee
	Total

	MBA
	1
	1
	1

	PGDPA
	1
	2
	2

	BSC DEGREE
	4
	
	1

	HND AGRIC
	2
	1
	1

	HDPAA
	2
	1
	1

	DPAA
	2
	1
	1

	JCHEW
	2
	1
	3

	CHO
	1
	3
	1

	ORTHNUR
	1
	1
	

	TOTAL
	-
	14 Trainees
	14 Staff


Source: Research Field Survey, 2024.
	Based on the above table, it is pertinent to realize that the local government register excellence in training their staff because if not many, the degree programme candidate alone that is yet to come back to the local government and they were all being financed by the local government. 
	Infact, this trained staff have being performing excellently well in their various field most especially the health officers among the trainee. This has yielded positively to the efficiency in the service of the local government.
	The research work also concerned with the training programme for the year 1999/2000 and it was gathered that twenty-four (24) officers were on training for the period, though many of them have finished while others are still on it.
	The below table shows the staff trained for the year 1999/2000 on the discipline and field respectively. Hence a total number of (67) sixty-seven people were interviewed about the level of performance of employee after them. 
4.4	ANALYSIS OF DATA 
RESPONSES OF THE RESPONDENTS 
	No of People Interview
	Number
	Percentage (%)

	Responses No
	218
	71.6

	Negative Opinion 
	19
	28.4

	Total
	67
	100


Source: Research Field Survey, 2024.
	The table above shows the distribution of responses from the questionnaire which indicates in respect of making people interview responses number 218 and negative responses at all amounted to 19, also viewing in the percentage calculated to be 100%. 
	Discipline
	Course duration (year)
	No of trainee
	Total

	MBA
	1
	1
	1

	PGDPA
	1
	1
	1

	HND ACCT
	2
	1
	1

	HDPAA
	2
	1
	1

	DPAA
	2
	1
	1

	JCHEW
	2
	1
	1

	CHO
	1
	3
	3

	ORTHNUR
	1
	1
	1

	TOTAL
	16
	14 Trainees
	14 Staff


Source: Research Field Survey, 2024.
	Discipline
	Course duration (year)
	No of trainee
	Total

	MBA
	1
	1
	1

	PGDPA
	1
	1
	1

	HND ACCT
	2
	1
	1

	DPA
	2
	3
	3

	DPAA
	2
	2
	2

	CHO
	1
	1
	1

	MIDWIFERY
	2
	1
	1

	JCHEW
	2
	2
	2

	SCHEW
	3
	1
	1

	HEALTH 
	1
	1
	1

	ENVIRONMENT 
	4
	4
	4

	ENT
	-
	-
	-

	CPAA
	1
	4
	4

	TOTAL
	
	24 Trainees
	24 Staff


Source: Research Field Survey, 2024.
Based on the above table, it is not worthing that the local government does not based on training exercise on the senior staff alone but also as well as junior ones.
	Although, many of the judgment on the previous table are not on personal observation and secondary data i.e. the training files of the local government commission. Hence, a total number of sixty-seven (67) people were interred about the level of performance of employees after them. 
RESPONSES OF THE RESPONDENTS 
	No of Interview
	Number
	Percentage 

	Responses No
	218
	71.6

	Negative opinion
	19
	28.4

	Total
	67
	100


Source: Research Field Survey, 2024.
4.5	TESTING OF HYPOTHESIS 
	A hypothesis can be defined as a scientific data, that is still awaiting of any sort of profit. This is actually so based in the ground earlier stated working hypothesis. If any quite easy for us to review these working hypothesis and relate the event of their acceptance and un-acceptance in the fair of prevailing favourable and unfavourable strategies that dictate the present day promotional strategy.
However, chi-square (x2) will be employed in the hypothesis. 
Testing hypothesis 
Formula method 
Chi-square 
x2 (O – E)2 
       K – 1 
Where x2 =  chi-square calculated 
O = Observed frequency 	
E = Expected frequency 
The degree of the freedom is K – 1 where K is the number of rows. 
4.6	SUMMARY OF THE CHAPTER 
	The title of this project is "impact of training and development in improving the efficiency of workers" the purpose of this study is to ascertain the importance, types and strategies of government policy on training and development of workers which will produce insight that place a real economic value upon effective development of training in the organization. 
	The issues offer practical suggestions for collecting, analyzing and interpreting data on the government in the organization, it can conclude and suggest for ways that the organization can use the information to make recommendations to decision makers, to improve training courses and to seek management solutions to performance problem. 
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CHAPTER FIVE 
SUMMARY, CONCLUSION AND RECOMMENDATION 
5.1	SUMMARY 
	This research work is of five chapters, 
	Chapter one of it deal with the introduction of the main topic of its research and it's importance that is, THE ROLE OF TRAINING AND DEVELOPMENT IMPROVING THE EFFICIENCY OF WORKERS. This training is a continue learning process that is directed towards the acquisition of an occupation at a larger and efficient production of the scope and limitation, methodology organization and definition of the research are also in chapter one. 
	Chapter two of the research work is on the literature review that is what scholars contribute on the topic or said on the topic and it's relevance to and organization. 
	Chapter three and chapter four of the research work deal with the methodology, research method and the data presentation/analysis and interpretation of findings on the number of input in service to training candidates by the local government respectively. 
5.2	RECOMMENDATION 
	The aim and objective of every employee or worker be it government or non-government must be developed and economically development. 
	The philosophy proposed is new to improve the state of labour within an organization and make them productive and efficient through effective systematic approach to training. Since the realization on an organization aim and objective is heavily of the member of manpower therein, so there is need for their development through training programme by an organization. 
	To get he best out of every employee in an organization here is need for continual and continuous training; Therefore, recommend that Moro Local Government should embark on the following for the prospect and effectiveness.
a.	Giving training opportunities to the employees on a continual and continuous basis.  
b.	Training objectives must be drafted in such a way that it relates to the organizational objectives.
c.	Training programmes must be trained to be specific office in which they are to be sued.
d.	The organization should allow the employees to takes a course that is relevant to the development of local government and the society at large.
e.	It is also advisable that the management should not waste resources in training staff in fields that are not relevant to the need of an organization or where they lack equipment, necessary for the functioning of the employee.
f.	Moreso, candidates that is to be chosen on training should not be based on familyties, nepotism, and favour but on competency, hard work and dedication to work. 
g.	There should be a system and modality of check toward concentration of staff on a particular field. 
h.	The management should embark on new selection which will not necessitate specialized training.
i.	Lastly, Moro Local Government should embark on evaluation of result as part of the training itself. 


5.3	CONCLUSION 
	Conclusion all the activities of any organization is to achieve it's stated objectives of any goals, but how would these objectives be attained without a good course of personnel?  
	The capacity of the personnel determines that of the organization in achieving it's stated objectives.
	Therefore, training of employee in an organization should not be and cannot be over emphasized.
	Training is development of employee to meet the expectation of the organization. This can be done through imparting knowledge changing attitude, importing e.t.c. These should be done to cover all the organization needs in term of manpower. 
	The significant of training to any organization craft (1964) says, the mechanization and automation and the effected work unit is constant modification i.e. while some jobs completely eliminated, new ones are created and the constant of others are changed necessitating different specialization of education experience, personality and breadth of view point. 
	These change need a capable personnel to cope with it, this unreliable suggest for training. Therefore, Moro Local Government is developing it's employee through effective training that is designed for them so as to use for the organization as well as individual employee.
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