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CHAPTER ONE
INTRODUCTION
1.1	Background to the Study
	Every organization is established for a purpose. The purpose of any organization is being achieved by human resources (man) who is the source of existence of the organization. Hence, the necessity for staff training and development. Manpower training seeks to improve the performance of work units department and the whole organization. It looks in-depth at where an organizations stands in comparison to where it helps to be in the future and develops the skills and resources to get there.
Manpower training and development is essential to the success of every organization (public and private). Although, technology and the internet have enabled global collaboration and competition, employees are still the organization competitive advantage. Manpower training and development enables employees to develop skills and competence necessary to enhance bottom-line results for their organization.
		The importance of human resources in any organization or institution cannot be over-emphasized. Every organization depends more on the resources for attainment of its objectives. The manpower training program is very important activity, the management cannot afford to miss because not everything can be learned in the work situation. The organization in order to enhance efficiency and effectiveness must embark on the following:
a.	Human Resource Development: The process of equipping individual with the understanding skills and access to information, knowledge and training that enables them to perform effectively.
b.	Organization Development: The elaboration of management structure, process and procedures not only within organization but also the management of relationship between the different organizations and sectors (Public, Private and Community).
c.	Institutional and Legal Framework Development: Making legal and regulatory changes to enable organizations, institutions and agencies at all level and in all sectors to enhance their capacities training them both physically, socially, intellectually and mentally. These are very essential in facilitating not only the level of productivity but also the development of personnel in organization. Therefore, training can be put in a context relevant to school administration.
	Abwadin (1999) submitted that training is a systematic development of the knowledge, skills and attitudes required by employee to perform adequately in a given task or job. Training can take place in a number of ways:
On the job training,
Off the job training,
In the organization and
Outside the organization
	Adewuyi (1995) observes that staff training and development is a work activity that can make a very significant contribution to the overall effectiveness and profitability of an organization. When workers are employed, they are being trained and developed in order to increase their benefit alone, but also for the benefit of such an organization or institution which embark on such activities. Indeed, this is what this research work intend to learn from Kwara State Polytechnic, Ilorin. It is not enough to stress for enhancing employee performance and efficient services at Kwara State Polytechnic without effective training and development programmes for the person that will accomplish the objectives. In fact, the importance of training and development cannot be overemphasized because it plays large role in determining the enhancement of employee and efficiency of the performance of the organization.
1.2	Statement of the Problem
	In Nigeria, especially the public sector, inefficiency is a serious problem that needs to be addressed urgently. Europe faced this same problem in the 18th and 19th century and writers such as Max Weber (1947), Vroom (1970) and a host of others were able to address the issue of how organization can increase output and improve efficiency.
	Most organization finds it difficult to identify the training needs and even where the need is recognized a lot of time and money is committed to staff training and development. The exercise is often either in-appropriate hazard or premised or faulty diagnosis of need. In other situations where training happens to occur, deployment of staff to training may be without regard to the skill the staff acquired leading to frustration of personnel to train and also general inefficiency in the system. Public enterprises in Nigeria are fond of this practice. The workforce is generally under-trapped, under-utilized and therefore fall short of its anticipated contributions to the realization of organizational goals. Moreover, it is appalling to note that managers in Nigeria have paid little or no attention on staff training programmes often manifest tripartite problems of incompetence inefficiency and ineffectiveness.
0.  	RESEARCH QUESTIONS
The following research questions were raised to guide this study
1. Is there any significant relationship between the manpower training and employee productivity in Kwara State Polytechnic, Ilorin?
1. Does Training and development policy enhance the performance of the employers and staff in Kwara State Polytechnic, Ilorin?
1.  Is there any significant impact between manpower training and development on employee morale in Kwara State Polytechnic, Ilorin?
1. Does Training programmes of Kwara State Polytechnic, Ilorin has any significant impacts on  the effective administration?
1.4	Objectives of the Study
	The general objective of the research work is to examine how staff training or manpower training and development enhance organizational effectiveness.
The specific objectives are to:
1.	trace the historical background of Kwara State Polytechnic, Ilorin.
2.	establish link between training and development of employee and the productivity level of the employees of Kwara State Polytechnic, Ilorin.
3.	examine the impact of manpower training and development on the performance of employees in Kwara State Polytechnic, Ilorin.
4.	identify challenges confronting training and development in Kwara State Polytechnic, Ilorin.
5.	Proffer possible measures of improvement.
1.5	Research Hypotheses
	Therefore, the following tentative statements will guide us in the investigation and verification in this research work.
1. There is no direct relationship between the manpower training and employee productivity in Kwara State Polytechnic, Ilorin.
1. Training and development policy does not help to enhance the performance of the employers and staff in Kwara State Polytechnic, Ilorin.
1. There is no significant impact between manpower training and development on employee morale in Kwara State Polytechnic, Ilorin.
1. Training programmes of Kwara State Polytechnic, Ilorin is not effectively administered.
1.6	Scope and Limitations of the Study
	It will be too wide and unmanageable to carry out a study on employee training and development. Its implication will be that while studying employee training and development in the whole wide-world, we related it to both private and public organization. To escape this danger, the scope of this study was reduced to manpower training and development in Nigeria public services (sector). Even at this, studying the whole public service in Nigeria will also be too unmanageable. The research was further reduced in scope to Kwara State Polytechnic, Ilorin. The intention was to use the study in generalizing on manpower training and development in Nigeria Public Organization.
	However, there always exist many constrains militating against a good research work. Among these limitation constraints include, busy schedule of the respondents and subjection to a rigorous bureaucratic process, thereby making it hard to get relevant information needed for this study. However, despite these constraints, the research work was successfully carried out through persistence and perseverance.
1.7	Definition of Terms
	There are certain terms which are central to the discussion and analysis of the issues raised. It is therefore necessary that those concepts be classified particularly with regards to their usage in the discussion and consequently, how they are to be comprehended in the study. They include manpower training, staff and development.
i.	Manpower: Manpower can be refer to as the personnel available or engaged for a specific job or task, as a resource supply. Moreover, manpower can be defined as the total number of people who can work to get something done. Simply put, manpower is “labour force or workforce or workers”.
ii.	Training: Training can be seen as the formal procedure which an organization used to facilitate employees hearing so that their resultant behaviour contributes to the attainment of the organizations as well as the individual goals and objectives.
iii.	Staff: This refers to the human resources available in an organization that will deal with planning, decision and execution of the functions that will inform the significance of the existence of the organization.
iv.	Development: This simply means an overall shift from an existing state of affairs to a totally new dispensation. Development means the acquisition of a higher status production and distribution of skills that result in high efficiency and productivity. It also means activities undertaken to expose an employee to perform additional duties and assume position of importance in the organization hierarchy.
1.8	HISTORICAL BACKGROUND OF THE AREA OF STUDY
	The Kwara state polytechnic, Ilorin was established by His Excellency the then military governor of Kwara state, Col. Daniel Bamigboye. The decision to establish the launching of the four (4) years development plan in 1971. KwaraState Polytechnic was formally called college of technology before it was changed to its present name. Kwara state Polytechnic.
	The college eventually came into existence following the promulgation of KwaraState edict No.4 of 1972 (Now overtaken by  edict no.7) of 1994 as a body  empowered by statute to provide for studies, training research and development of techniques in arts and language applied science engineering management and commerce, education as well as sphere of learning.
The Kwara state polytechnic formally commenced operation in January 19373 with an administrative machinery pattern closely after the existing university in the country. The polytechnic has its motto:
	TECHNOLOGY, INNOVATION AND SERVICE. At its inception in 1973, the polytechnic had 110 student, ii members of academic staff and 3 seniors administrative staff.
Presently, Kwara state polytechnic has about 6 institutes which is been headed by Directors. Those institutes name are as followed in a tabular form.
	S/N 
	INSTITUTES

	1.
	INSTITUTE OF APPLIED SCIENCE (IAS)

	2.
	INSTITUTE OF ENVIRONMENTAL STUDENT (IES)

	3.
	INSTITUTE OF FINANCE AND MANAGEMENT STUDIES (IFMS)

	4.
	INSTITUTE OF TECHNOLOGY (IOT)

	5.
	INSTITUTE OF INFORMATION AND COMMUNICATION STUDIES (IICT)

	6.
	INSTITUTE OF GENERAL STUDY (IGS)



All the above institute made up of Kwara state polytechnic and their operation is under the direction of the polytechnic Rector in person of Alhaji Mas’ud Elelu, the deputy Rector Academics, Mrs. O.O Ajibade, Engr. Ahmed AyodeleAminu, Deputy Rector Administration, Registrar, Mr. Moses Salami and other Board of Administration.
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CHAPTER TWO
LITERATURE REVIEW
2.1	 CONCEPTUAL FRAMEWORK
	In other to evaluate and clarify the related works of other scholars in the field of study especially as it related to this work and also to establish a fundamental basis for this research work, the related literature will be reviews.
2.2.1 Manpower Training: Training is a process that develops and improves skills related to performance. Effective training programmes according to Blum and Maylor (1976) can result in increased productivity, reduced labour turnover and greater employer satisfaction.
	According to Abiodun(1999), training is a systematic development of the knowledge, skills and attitudes required by employees to perform adequately on a given task or job. Employees who have not received adequate training before being assigned with responsibilities lack the necessary confidence with which to carry out the job. An employee should be helped to grow into more responsibility by systematic training and development. Furthermore, training according to Nwachukwu(1988) is an organisational effort and aimed at helped an employee to acquire basis skills required for the efficient execution of the function.
	Also, Sikula(1977) contend that training is a short term educational process utilizing a systematic and organized procedure which non-managerial personnel gain technical skills and knowledge for a particular purpose Tannehill (1960:161). On the other hand define training as the overall process whereby an individual’s behaviour is modified to conform to a predefined and specified pattern. Supporting this, Odiorne (2003) maintained that training schools leads to a change in behaviour. If it does not, it then means that the trained does not have Intelligent Quotient (IQ) to understand or that he has a boss conflicts with the training behaviour proposed or that he has peers or subordinate who determines that such proposed behaviour would not work or may be consultant for the environment. Consequently, analysing the above definitions, one can say that both training and development result in creating a change in an individual. Thus, there is a kind of similarity between training and development because both concepts are aimed at creating a favourable change in the individual.
2.2.2 Manpower Development as a Concept
	Loss of time training is confused with development, both are different in certain respects yet component of the same system. Development implies opportunities created to help employees grow. It is more or long time or futuristic in nature as opposed to training, which focus on the current job, there literate based program may or may not help directly. Similarly, many organizations choose certain employees preferentially for program to develop them for future positions and this is done based on existing attitude, skills, abilities, knowledge and performance of the employees. Most of the leadership program tends to be of this nature with a vision of creating and nurturing leaders for tomorrow.
	The major difference between training and development therefore is that while training focuses often on the current employee needs competency gaps, development concerts itself with preparing people for future assignment and responsibilities. Development focuses on building the knowledge and skills of organizational members so that they will be prepared to take on new responsibilities and challenges. In a view of Adamilekun (1983), staff development involves the training, education and career development of staff members. The purpose of training and development has been identified to include:
-	Creating pool of readily available and adequate replacement for personnel who may leave or move up in the organization.
-	Enhancing the company’s ability to adopt and use advances in technology because of a sufficiently knowledge staff.
-	Building a more efficient, effective and highly motivated team which enhances the company’s competitive position and improve employees’ morale.
-	Ensuring adequate human resources for expansion into new program training facilities manpower development and consequently his performance. Manpower training and manpower development are two inter-related processes whose importance cannot be over emphasized in any decision of strategic human resources management. Development on the other hand focuses on building the knowledge and skills of organizational members so that they will be prepared to take on new responsibilities and challenges. Development is used in relation to who perform non-routine jobs to improve their management and administrative and decision making abilities and competence.
	According to Adamolekun (1983), staff development involves the training education and career development that has been identified to include:
a.	Creating a pool of readily available and adequate replacement for personnel who may leave or move up in the organization.
b.	Enhancing the company’s ability to adopt and use advances in technology because of a sufficiently knowledgeable staff.
c.	Building a more efficient, effective and highly motivated team which enhance the company’s competitive position and improve employees’ morale.
d.	Ensuring adequate human resources for expansion into new programme. They are related through series of activities which an enterprise would embark upon to improve the quality of its managerial capacity.
2.2.3	Stages/Steps in Organizing Manpower Training and Development Programme
	The steps, stages, tools and methods for manpower development in organizations differ and it is largely determined by the objectives of organizations, the idiosyncrasy of management staff or the chief executive, the organizational policy as well as the organizational policy as well as the organization environment to mention few. This, it is a common feature to see methods for manpower development varying from one organization to the other. Just as a given organization can be tailored at adopting different methods at different times or a combination of techniques at the same time. However, some methods for manpower development are as follows:
1.	Orientation: This method of manpower development could be said to be an integral of the recruitment exercise in that once an employee needs to be positively oriented in line with the vision and aspiration of that organization for effective discharge of function. And since employee function in an organization is basically affected by the perception of the organization vis-à-vis the rules and principles that exist in the organization. Orientation therefore, as a method of manpower training and development is quite indispensable because it helps in boosting the productivity of workers which is needed for competing in the global market of the 21st century.
2.	On the job method of Manpower Development: On the job method is a process through which knowledge and experience are acquired over a period of time either formally or informally. This process involve
i.	Coaching: This is a method of on the job training and development in which a young employee is attached to a senior employee with the purpose of acquiring knowledge and experience needed for the performance of tasks (Yalokwu, 2000).
ii.	Job Rotation: This method either involves the movement of an employee from one official assignment or department to the other in order for the employee to be acquainted with the different aspects of the work process or through job enlargement. That is, giving additional responsibility to an employee who has been uplifted as a result of the acquisition of additional skills or knowledge (Yalokwu 2000; Lawal 2006).
iii.	House Training: This involves a formal method of on the job training in which skills and knowledge are acquired by employees through internally organized seminars and workshops geared towards updating the workers with new techniques or skills associated with the performance of their jobs (Lawal, 2006).
iv.	In Service Training: This method involves training outside the organization or workplace in higher institution of learning or vocational centres under the sponsorship of the organization or on terms that may be agreed upon between the organization and the workers.
3.	Committee/Work Group Method: This method entails manpower development through the involvement of employees in meetings, committees and work group discussion geared towards injecting inputs in form of decision making as regards solving organizational problem. This method is quite indispensable, especially in the aspect of training employees for managerial functions or heading organizational units.
4.	Vestibule Training Methods: This is a method of manpower development through the acquisition of skills in a related working environment (Nongo, 2005). Under this method of manpower development, the trainee practice his skill with identical equipment that he use or expected to use in his actual place of work. This method is suitable for sensitive operations where maximal perfection is expected. The purpose is therefore to enable perfection at work place.
5.	Apprenticeship Methods: This method of manpower training and development involved the acquisition of skill through extensive particle for over a period of time by trainee. This type of manpower development device could either be formal or informal. In the informal environment, the trainee is attached to the trainer and he/she is expected to pay for an agreed period apprenticeship. In the formal environment on the other hand, an employee of an organization could be placed under apprenticeship in the organization with pay.
2.2.4	Importance of Manpower Training and Development
	The following are the importance of manpower training and development for the efficiency and productivity of the employee:
1.	Economic Development: The relevance of manpower development in Nigeria could be situated vis-à-vis economic development. This is because manpower developments captures the actual meaning of development in that it is people centered. In addition, it involves the building of capacity and harnessing the state human resources which constitute a sine-qua-non for development. The above advantage was vividly conceptualized by Harbison (1973), when he stated that: human resources constitute the ultimate basis for wealth of nations capital and natural resources are passive factors of production, human being are active agents who accumulate capitals and pilot natural resources, build social, economic and political organization and carry forward national development. Clearly, a country which is enabled to develop the skills and knowledge of its people and to utilize them effectively in the national economy will be unable to develop anything else.
2.	Political Stability: There is no doubt that a country that fails to adequately develop her manpower would be doing so at the expense of her socio-economic and political stability. In the aspect of political stability, Omodia (2004) stressed the dye functional use of the nation, human resources among the youths in propelling political stability when he stated that there has been situations in which the Nigerian youth especially those of poor family background were used as tools for disrupting the political democracy through rigging, thuggery and ethnic conflicts.
3.	Poverty Alleviation: It has been argued that effective poverty alleviation school must involve the development and utilization of local resources including human for solving local problems (Robb 2000; Omodia 2005). Thus, manpower development is central to solving the present problem of poverty in Nigeria.
2.2.5	Problem of Manpower Development in Nigeria
1.	Colonial Experience: There have been several arguments regarding the distortion in manpower development of national growth in Nigeria as a result of colonialism which was fashioned towards economic exploitation (Ekpo 1989; Ake 2001; Danda 2003). It could be recalled that the advent of colonialism led to the integration of the Nigeria economy into the world capitalist system thereby placing minimum premium labour when compared to other factors as production. This poor performance of indigenous labour by the colonial government no doubt has persisted in the post-colonial Nigerian state. As a result, this problem accounts for the lack of adequate attention given to labour as a crucial part of the production process in Nigeria.
2.	Poor Political Leadership: Closely related to the problem of colonial experience as a problem of manpower training and development in Nigeria is poor political leadership which is further depending on the problem of manpower development in Nigeria.
	This factor has manifested itself in poor funding of education over the years disparity or class in manpower development between children of the rich and the poor (Omodia, 2000).
3.	Poor Manpower Planning: This problem is associated with the poor database that is needed for manpower planning in Nigeria both in the rural and urban centres. These problems no doubt constitute a major hindrance on effective manpower development in an organization.
2.2.6	Ways of Enhancing the Effectiveness of Manpower Training and Development Programme in Organization
A.	The option of an enhanced regulatory capability on the part of the government for effective enforcement of manpower policies. This is quite indispensable based on the need to ensure quality manpower development irrespective of sex, class, ethnic affiliation to mention few. This point could best be appreciated considering the liberal nature of most government policies which lead to show ball into elitist benefit in terms of policy outcome.
B.	The need for government to be persuasive in making organizations embrace well-designed policies at improving the development of manpower in Nigeria. This could be done both internally and externally. Internally, organizations should be made to see reasons why a careful manpower development plan should form part of their plans and objectives for the financial year.
2.2	THEORETICAL FRAMEWORK
	Until recently, there has been a general resistance to investment of training in the public service because of the believe that employees hired under a met system must be pressured to be qualified that they were already for their jobs and that if this was not so, it was evident that initial selection personnel was at fault. This assumption has been jettisoned as the need for training because it is obvious both in the private and the public sectors.
	Training has become more obvious given the growing complexity of the work environment, the rapid change in organization and technological advancement which further necessitate the need of training and development of personnel to meet challenges. 
Transfer of Training Theory
The Proponents of the theory are J. Kevin Ford and Timothy T. Baldwin (1988). This theory focuses on the application of skills and knowledge acquired during training to the actual work environment. It examines factors that facilitate or hinder the transfer of learning from training settings to job performance. Application in Public Administration: To ensure that training leads to improved job performance, it's crucial to design programs that closely align with job requirements and provide supportive work environments that encourage the use of new skills. Research on technological change and manpower training in Nigerian public organizations found that aligning training with technological advancements and job tasks enhances post-training performance
Functional Leadership Model
The proponent is John Adair (1983). The Functional Leadership Model emphasizes the leader's role in ensuring that the necessary functions are performed to achieve team effectiveness. It suggests that leadership is a set of behaviors aimed at meeting the team's needs. The theory is Applicable in Public Administration.  The leaders in public organizations can apply this model by identifying and fulfilling the functions required for effective team performance, such as clarifying goals, providing resources, and fostering a supportive environment. An analysis of training practices in Nigerian public universities indicated that leadership behaviors significantly impact the effectiveness of training programs and subsequent job performance.
	  Manpower training and development is essential to the see training and development as the thing. However, through there are not the same thing. Training is any learning activities which is directed towards the acquisition of specific knowledge and skill for the purpose of an occupation (Cole, 1992).
Current Trend in Thinking 
In two days era, employees are not keen to join an organization where their knowledge skills are not up graded. Many organizations provide opportunities for learning use it as a retention tools a large number of organization use the strategy of proper and effective training by increasing their training budget to retain and bought quality output from their employees.
	In view of Kwara State Polytechnic policy on staff development for the institution is conscious related to preliminary aim of the institution which is to effectively promote technical technological and managerial education training in support of manpower development of the country. 
Further training of staff is generally recognize as one approach achieving increase efficiency inan organization in such a situation, in study fellowship may be granted staff in order to enhance the level of his contribution to the organization. In order to achieve this, the institution grate and opportunity to every staff through (leave).
All members of staff of Kwara state polytechnic how have served for a continuous period of two academic years shall be eligible to apply for a long term study leave provided they have been confirmed. 
The following are the mechanism adopted for training and development in the institution:
A.	 Leave 
B.	 Part-time Study 
C.	 Study Fellowship/ In-service Training Course
D.	 Seminaries
E.	 Conference  
	Therefore, the current future trend show that organization that want to retain skill employee need to provide for ongoing development and education opportunities which will in return increase the level of employee productivities.
2.3	EMPIRICAL REVIEW
Empirical studies have consistently demonstrated that manpower training significantly influences both employee performance and the overall effectiveness of public sector administration. In the context of Nigerian public organizations, several studies have highlighted the positive impact of training and development initiatives:	As the demands of an organization keeps changing, it is critical that organizations implement training and development activities to ensure that their staff have requisite knowledge, skills, abilities and other features. Ifaka (2021) examined the relationship between training and organizational development within the Nigerian public service. The study utilized quantitative analyses and found a positive but weak relationship between training and development. It recommended incorporating incentives into training programs to enhance motivation and effectiveness.
Research focusing on technological change and manpower training in Nigerian public organizations highlighted that aligning training programs with technological advancements leads to improved performance. The study emphasized that training should be designed to match the technology employees use, facilitating smoother knowledge transfer to actual work situations. Adiele and Ibietan (2017) discussed the impact of manpower training on productivity in the Nigerian public sector. They identified challenges such as funding inadequacies and poor coordination of training activities. The study recommended merit-based selection criteria and qualitative training tools to enhance productivity.
Yakpe et al. (2023) examined the effects of training design, on-the-job training, and delivery style on employee performance at Niger State Polytechnic Zungeru. The findings indicated that all three factors had positive significant effects on performance, suggesting that tailored training approaches enhance employee effectiveness.
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CHAPTER THREE
METHODOLOGY
3.1	INTRODUCTION
	This chapter forces on research methodology which includes sample and population of the study sources of data. 
3.2 RESEARCH DESIGN
The research design that was used for this study is survey type. Method was used because the study requires the researcher to collect information for the purpose of describing the study in details. It will reveal the manpower training as a key to effective administration in public sector organization.
3.3	SAMPLE AND POPULATION OF THE STUDY
	Sample and sampling design is selected when the population of the staff is so high that a researcher cannot under normal circumstances come in contract with each and every set of objective in the population.
A sample of 30 based on the population of beach group was chosen, within these categories of employees based of the principle of fair representation.
In essence, sample and population of the study is the total target population for the study which comprises the total number of staff in Kwara state polytechnic because of limited resources, a certain number of staff to be precise 30 were used as a sample in Kwara state polytechnic.

3.4	SOURCES AND METHOD OF DATA COLLECTION
	In order to deliver a comprehensive written, both primary and secondary source of data were used for this research work. The primary source of data is basically the administration of questionnaire.
	The secondary source of data includes text books, newspapers, magazines, journals, articles and other research work that have been carried out similar topic. From the above illustration, one can see that a both primary and secondary source of data was collectively used in order to deliver a comprehensive project. 
	Furthermore, secondary source of information has to do recommended materials that has been used or that have in one way or the other served another purpose relevant to the topic which is “man power or training and d3evelopment in Nigerian public organization”.
3.5	TECHNIQUES FOR DATA ANALYSIS
	 The data collected in the course of this study were presented statically. Data was presented with the use of tables to show the frequency of respondent and their responses to research questionnaire presented in the questionnaire. It was observed that data obtained must be put in to table so that a quick look will give a better summary or conclusion of the research work.
	However, a total number of 50 questionnaires were distributed to respondent while 40 questionnaires were answered and returned in various respect opinion while the remaining 10 questionnaire were not answered nor returned. The analysis was illustrated with personal characteristics of the respondent whose opinion was sampled. Yes/No.
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CHAPTER FOUR
DATA, ANALYSIS AND INTERPRETATION OF DATA
4.1	 INTRODUCTION
		This chapter focused mainly on data presentation and analysis generated from the respondents. The questionnaires were administered personally on 50 workers in the target groups as the respondents. The respondents were required to tick (   ) against an option that best suited their opinions. Some of the administered questionnaires completed were retrieved at the spot while others were collected at much later date. Out of 50 administered questionnaires, 45 were well completed and returned.
	 The questionnaire contained a designed reflection of the nature and the importance of man training and development on the performance of employee and productivity in an organization. Public and the study setting which is Kwara state polytechnic.
4.2	PRESENTATION OF DATA AND ANALYSIS
	For the source of this work of study effort shall be made to present analyzed and discuss the collated information. This shall be done using descriptive statistical tools including tables and percentage.
ANALYSIS OF DATA
	In this research work, the responses to the questions in the questionnaire were analyzed. Firstly, the responses to the personal profile of the respondents were dealt with before those questions in section B which covered the general assessment of the subject matter.
	The questionnaire were used during the process of collecting information for this research work where so questions were distributed among the staff of Kwara state polytechnic, Ilorin. Below are 45 questionnaires that were responded to out of 50 that was sent and response analysis that was obtained and question drafted was 33 in number divided into two sections.
1. Data based on gender Distribution.
	Sex
	No of respondents
	Percentage (%)

	Male
	30
	75%

	Female
	15
	25%

	Total
	45
	100%


Source: Researcher’s Field survey, 2025.
ANALYSIS
	The above table indicates that 30 respondents with 75% are males while 15 respondents with 25% are females. This shows that majority of the respondents are males.




1. Age Distribution of Respondents.
	Age 
	No of respondents
	Percentage (%)

	20-35
	15
	33.5%

	36-45
	28
	59.5%

	46-55
	1
	3.5%

	56-65
	1
	3.5%

	66-75
	
	

	Total 
	45
	100%


Source: Researcher’s Field Survey, 2025
	The above table comprises the age distribution of our respondents. The table signifies that is respondents with 33.5% were within the age bracket 20-35 years and 28 respondents with 59.9% were within the age bracket of 36-45. It also shows that 1 respondents with 3.5% were with age of 46-55 and finally the respondents with the age of 56-65 were 1 with 3.5%.
1. Marital Status of the Respondents
	Marital status
	No of respondents
	Percentage (%)

	Single 
	30
	24.5%

	Married 
	35
	75.5%

	Divorced 
	
	

	Widow
	
	

	Total 
	45
	100%


Source: Researcher’s Field Survey, 2025.
	The above table indicate that the marital status (of the respondents that are single is 10 with 24.5% and the respondents that are married were 35 with 75.5%.
1. Data based on the highest qualification of respondents
	Highest Educational
	No of respondents
	Percentage (%)

	Qualification
	
	

	Secondary Education
	
	

	NCE/ Diploma (ND)
	4
	10.4%

	HND/BSE
	22
	49.8%

	Post graduate degree
	17
	39.8%

	Total 
	45
	100%


Above total shows that 22 respondents with 49.8% has HND/BSC certificate and its respondents with 39.8% posed post Graduate while 4 respondents with 10.4% were NCE/DIPLOMA (ND) Holders.
1. Data based on Length of Service of the respondents.
	Length of service
	No of respondents
	Percentage (%)

	1-5 years
	10
	20.5%

	6-9 years
	20
	46.8%

	10-19 years
	10
	20.5%

	20- 30 years
	4
	9.7%

	31-35 years 
	1
	2.5%

	Total 
	45
	100%


Source: Researcher’s Field Survey, 2025.
	The table shows the length of service of respondents. 20 respondents with 46.8% were within the length of service of range of 6-9 years, 10 of them with 20.5% were within the range of 1-5 years, 4 of them with the 9.7% were within the length of service of 20-30 years and just 1 of the respondent were within the length of service of 31-35 years.
1. Data based on Category of Respondents
	Category/ Status
	No of respondents
	Percentage (%)

	Junior Level
	11
	23.5%

	Middle Level
	17
	34.8%

	Senior level
	16
	33.9%

	Top Magazine
	1
	7.8%

	Total 
	45
	100%


Source: Researcher’s Field Survey, 2025.
	The table above shows that 11 respondents with 23.5% were within junior level, 17 of them with 34.8% were middle level, 16 of the respondents were senior staff members with 33.9% while 1 of them were top management with 7.8%.
1. Data based on the occupation status of the respondents.
	Occupation Status
	No of respondents
	Percentage (%)

	Teaching Staff
	30
	65%

	Non-Teaching Staff
	15
	35%

	Contract Staff
	
	

	Total 
	45
	100%


Source: Researcher’s Field Survey, 2025.
	The above table shows that 30 respondents with 65% were teaching staff and is respondents with 35% were non-teaching staff.
	The section B of the questionnaire contain the general assessment of the subject matter (Manpower Training and Development in public organization). And the data will be analysis randomly.
Question 8: do you believe in manpower training as a tools for staff development in the organization. 
	Response
	Frequency
	Percentage (%)

	Yes 
	44
	98%

	No
	1
	2%

	Total 
	45
	100%


Source: Researcher’s Field Survey, 2025.
	The above table shows that out of 45 respondents 44 of them with 98% were positive response, while only 1 of them were negative in response with 2%.
Question 9: has the operational system of the institution go inline with the motto (Technology, innovation and service).
	Response
	Frequency 
	Percentage (%)

	Yes 
	40
	85%

	No 
	5
	15%

	Total 
	45
	100%


Source: Researcher’s Field Survey, 2025.
	The above table shows that 44 respondents with 98% agreed to the fact that good training is responsible for efficiency and effectiveness in work place.
Question 12: the progress of KwaraState Polytechnic is directly related to the quantity of its training policy?
	Response
	Frequency 
	Percentage (%)

	Yes 
	40
	85%

	No 
	5
	15%

	Total 
	45
	100%


Source: Researcher’s Field Survey, 2025.
	The above shows out of 45 respondents, 40 responses with 85% agreed on that the fact that quality training policy is responsible for the progress of Kwara state polytechnic, while respondent with 15% disagreed.
Question 13”: Effective manpower utilization increase productivity?
	Response
	Frequency 
	Percentage (%)

	Yes 
	44
	95%

	No 
	1
	5%

	Total 
	45
	100%


 Source: Researcher’s Field Survey, 2025.
	The above table shows that out of 45 respondents, 44 of them with 95% agreed that manpower utilization increase productivity while respondent with 5% disagreed.
Question 14: proper placement leads to effective efficient work performance.
	Response
	Frequency 
	Percentage (%)

	Yes 
	45
	100%

	No 
	
	

	Total 
	45
	100%


Source: Researcher’s Field Survey, 2025.
	The above table shows that 45 respondents with 100% work performance in an organization. However, this study was aimed at achieving some stated objectives. And it was noted that the positive answers were more than the negative answers. This was because most of the questionnaire alternative been given were of more relevance to the aspect that deals with manpower training and development.



4.3	TESTING OF HYPOTHESIS
	In this research work after the through research and analysis the following facts are discovered.
1. Employees underwent an orientation programme when they were appointed
1. Since the employees appointment, that they have undergone some forms of training apart from orientation.
1. Training of employees increased their better understanding of the job.
1. Good training is responsible for employees’ efficiency and effectiveness in their work place.
1. The attitude of top management towards training is very serious and encouraging.
1. There is policy awareness on training and development of staff of Kwara State polytechnic.
1. The progress of Kwara State Polytechnic is directly related to the quality of its training policy.
1. And lastly effective utilization of manpower enhances productivity.
Note: in this study, about 33 questionnaire was administered but about 15 is crucial ones are been analyzed in the data analysis.
4.4	SUMMARY OF THE FINDING
	In this chapter, we have the data presentation/ analysis and interpretation. The first appreciable is on the introduction of the data presentation. Also in this chapter, we found the brief history of the case study which is Kwara State polytechnic, Ilorin.
	Moreover, to ensure the comprehensive of this research work this involves the research in administration of questionnaire, test of hypothesis is also included with brief us on the discussion of finding and lastly is the summary and the references

CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS 
5.1	SUMMARY OF FINDINGS
	This study was aimed at discovering how staff training and development enhances organizational effectiveness. The study also aimed at finding out how training needs are determined in Kwara State Polytechnic, Ilorin. It also tried to examine the various training programmers provide in the institution and tried to investigate the impact of staff training and development of productivity rate in public organization.
The study started with an introduction which occupied the first chapter. It explored the background of the study, statement of the problem, objectives, significance, scope and limitations of the study.
Chapter two embodied the literature review which had its sub themes as: concept of manpower training, manpower development programmers, importance of manpower training and development in organization, impact of manpower training and development I employees performance, ways of enhancing the effectiveness of manpower training and development programmers in organization.
Chapter three focused on the methodology and research method, started with introduction of research method, the sample and population of the study, including the sources of data and data collection instruments, method of data analysis and lastly the research problems, with the references.
Chapter dealt with the presentation analysis and interpretation of finding, started with the introduction of finding, brief history of the case sturdy presentation, and analysis of data using statistic tables to show the percentage and number of responses from the study population, testing of the hypothesis, summary of the particular chapter five dealt with summary, conclusion and recommendation reference and bibliography.
5.2	CONCLUSION
	This study was carried out with the motive of ascertaining the impact of staff training and development on organizational effectiveness. After the analysis carried out in chapter four, it was observed that training of the employees increased their better understanding of the job.
	Moreover, training and development assists employees to learn how to use the resources in an approve way that allows organizational to meet it desired output.
	However, for the organization and government to make training and personnel development to become effect in the service cycle, they have to tackle the challenges of introducing new orientations on training and training utilization           
5.3 	RECOMMENDATIONS
	In order to enhance the productivity of the employees though training the following recommendations should be taken into consideration.
Well trained staff with refined skills and depth of knowledge can bring any organization to life; staff training is the obvious investment an organization must make in its most important assets.
	The company should needs to develop the employee training within the frame work of a comprehensive, ongoing and consistent employee training program.
	The organization should encourage good and quality training programmers since it is responsible for employee’s efficiency and effectiveness in their work place. Good and quality programmer such as on the job training, organization of seminars and orientations periodically e.t.c. can help to improve the employee performances. 
	The organization should enhance the selection criterion, so that it gives equal opportunity to all categories of workers to be selected for training. Training policy of an organization should be enhanced so as to be able increase the employee performances.
	Lastly, training is a motivational technique, the workers are motivated when they discover the resources the company brings out for their training. The organization especially public should ensure that training program is done regularly.
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