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CHAPTER ONE
INTRODUCTION
1.1	BACKGROUND OF THE STUDY	
In order for an organization to achieve its objective there is need for the employee to achieve the basic skill for efficient for their function also the purpose of training is to develop skill and through skill to raise that productivity of the individual in painting act that training services is motivate factor for performance and see if it well achieve productivity.
It is an organization effort aimed at helping an employee to acquired basic skill required efficient execution of function for which he was lured if is understand as any learning activity which is divided toward the acquisition of specific knowledge and skills for the purpose of an occupation or task in training attention is on the job performance (Branch 1780) defines, training as organized effort to bring about change in behave it is also the process of learning the skill that is needed to do job. Also accordingly to the oxford advance English dictionary of current English defined training as giving and police in order to bring to desire standard of efficiency of physical conditions another meaning of is cause to grown in required direction in general training is the process of adapting old skill.
A new satisfying same left and need such as behavior or action purpose and goal oriented it is the providing and incentives for a person to satisfy a desire the desire motive or need by reduce hunger exercises and use up bodily energy motivate can also be defined as the reason why people do they do young sees motivate as the process of crossing action sustaining the activity the pattern of activity motivate refer to the way in which under drives desire aspiration striving need of human being direct control and explain their behavior, it may simply be described as the art of understand and encourage and urging people to get particular task done-in psychologists define motivate as these factors that energize behavior and give if direction gain social acceptance boost one prestige do what that for which best fitted or satisfy the lost of beauty by performance use man the act made conducting satisfaction through intermediate effort an reward which will enhance productivity and that achievement.


1.2	STATEMENT OF THE STUDY
Training does not exhibit the aims and goals of training it should also be made clear to that various writers, training has been one sided most of these writers viewed it from the area of discipline or specialization. At this definition of training can be considered as the progress or acquiring and developing skill knowledge and attitude through instructional activities.
The various salary review commission set up by the various government of this country even before independence up till data elongated. Berenson and Steiner. Put it motivation is the liner state that energies activities or more and director channel behaviour towards goals according to Abraham Maslow human need as hierarchical order beginning from physiological need as the basic need food clothing and shelter.
Employee training is recognized as a crucial tool for enhancing job performance, increasing productivity, and motivating staff to achieve organizational goals. However, in many public sector organizations, including Ilorin South Local Government, there appears to be a gap in the implementation of structured and continuous training programs. Workers often lack access to relevant capacity-building initiatives, and where training occurs, it is either irregular, poorly designed, or not aligned with employees' actual job needs. This leads to low staff morale, inefficiency, and underperformance, which ultimately affect the quality of public service delivery. Despite the known link between training and motivation, many local governments still treat training as a formality rather than a strategic investment (Ojo & Salami, 2023). The problem this study seeks to address is whether and how training influences employees’ motivation and performance within Ilorin South Local Government.
1.3 RESEARCH QUESTION
1. To what extent does employee training influence job performance in Ilorin South Local Government?
2. How does training serve as a motivational tool for employees in the organization?
3. What types of training programs are available to staff in Ilorin South Local Government?
4. How frequently are training and development programs implemented within the local government?
5. What are the perceived challenges affecting the effectiveness of training programs in motivating employees?
1.4	OBJECTIVE OF THE STUDY
The aims and objective of the study are: the remove performance deficiencies sometime on employee may exhibit lack of sufficiency expertise in the performance of his / her for such that he/she may require some exposure to some training programme specifically design to redress such deficiency.  
i. To March employees with job requirement  and organization need in respective of an employee past experience qualification skill and knowledge management may kind some disturbing duration between current capabilities job requirement and organization need.
ii. Training reduces the rate of a occupation accident substandard product spoiled work and damage of machinery and requirement
iii. To increase productivity and efficiency / to improve quality and quantity of work.
iv. To provides already pool labour for organization to draw form in time need.
v. To reduce labour turn out for the organization dissatisfaction complains / absentee and labour turnover so that can experience the direct satisfied with series of achievement and knowledge that they are developing inherent capabilities at work. 
The aims of this research are to draw the attention of the organization or management to the fact that training serve as motivate factor performance in any organization and therefore policy to their organization. 
Now the management or administrative staffs of power holding company of Nigeria are complaining that they have been left out of the training scheme and this affect are their moral i.e. they are not motivated and productivity level is very low.
1.5	RESEARCH HYPOTHESES
1. There is no employee training that influence job performance in Ilorin South Local Government?
2. Training doesn't serve as a motivational tool for employees in the organization?
3. Types of training programs are not available to staff in Ilorin South Local Government?
4. There is no frequently training and development programs implemented within the local government?
5. There is no perceived challenges affecting the effectiveness of training programs in motivating employees?
1.6	SCOPE AND LIMITATION
This research work is attention of finding a motivation factors towards effective performance in an organization. It concentrate on reviewing of the effort of training as motivate works towards effective performance.
There is hardly an exhaustive list of training benefit with individual or the organization. However it may be necessary to mention as follow it reduces accident spoil work damage to equipment absents and turnover.
It also heightens the moral of staff from promotion but individual employee and the organization is the channel of the training. The training program is helping the employee to acquire the necessary staff.
In conducting a research of this nature the researcher is bound to have limitation dictate the extent to which he could go therefore the avenue of limitation to the writer include financial  constant little of time and general poor attitude of the respondent as on of the formation requirement. Financial constraint as one of the limitation could not mobilize enough financial resources to obtain relevant and useful materials for the project.       
Time constraints the researcher had limited time to under go in department research the attitudes of some of the respondents in the organization is not poor but there were fears of releasing necessary and vital information for what is formed official secrecy change to organization structure production techniques trade pattern coupled with astonishing advanced in information and communication required constant manpower framing and explosive to prevent desideration in performance.
1.7 DEFINITION OF TERMS
These are the definition of some of the cogent used in this 
project topic.
· Training: Training as organized procedure by which people learn knowledge skill for definite purpose.
· Motivate: means creating a force or impulse which move some one toward a desire action purpose goal oriented.
· Factor: a circumstance of influence of that contributes towards result.
· Performance: this is a design to find out how well people hear being able performs the job were given.
1.8 BRIEF HISTORY OF THE CASE STUDY 
True to the extent spirit of the 1986 reforms of local government throughout the country head of the state the general Babangida embarked on the creation of the state and more local government nearer to the people door step and order to foster participatory democracy might from the generation.	
Ilorin south local government is located between 8.5 north and longtitude.
It is situated in the traditional zone between the northern and eastern part of the country. It shares common boundaries with more Asa, Ifelodun and Ilorin west local government the head quarters of Ilorin south local government at fufu is made up of the district Akanbi Balogun Fulani Oteakal, Okeogun road distance. From state capital to fufu local government head quarter is 30km population: 154-590 117, 125males 77405 females (1991) census major town Ilofa, fufu gaa –akanbi, Gaa-Osibi Omoda, Ipata Market etc.
CHAPER TWO
REVIEW OF RELATED LITERATURE
2.0	INTRODUCTION
The need for training cannot be over emphasized although most organization have not given the desired to the area it is essentially aimed at motivating the individual so as that he in turn gives back to the organization improved and efficient output. Which enhance the position of his organization. And so it is two ways traffics matter of give and investment which brings returns. 
Denyer (1969) list the importance training and state that it.
A. Leader to greater efficiency of the whole company 
B. improve the morals of staff and ensure a better quality of application 
C. Assists the recruitment of staff and ensure a better quality of application.
D. Decrease labour tumor which means savings in cost of recruitment and training of staff.
E. Enhance the repletion of staff of the firm.
F. Increase loyalty and adaptability on staff usually shower courses are recommended for drop management who may be to occupied to attend lectures of longer directions. This cadre of staff have good educational background through the need these to meet the over increasing growth in modern management techniques which follow rapid industrialization
Training does not do with the initial orientation and induction of employee nor is it to be limited to retrieving by the way of the organizational superiors and by long service employee treat them and by the opportunity or lock of it.
 To receive on appraisal of their work performance from their superiors it employee sees training and appraisal as useful ways of achieve personal goals at work they will welcome these opportunities.
 For training and appraisal to be successful therefore, employee must want to loan and to improve their performance and superior must be able to teach and to help subordinate to raise the level of their performance.
There is a continuous need for training of staff and this is in the interest of both the employee the question whether or not staff had receiving any training during a given year or during a pervious year have always featured permanently and it is only said to the training Programme of this employee and this is turn as a diverse effect during annual appraisal the reporting officers see the subordinate as someone who has remained what he as was without any form of change.    
2.1 CONCEPTUAL FRAMEWORK
Motivation has been treated by many writer and from different perspective and there training much to be written on subjects this is explained by the un predicable nature of man himself whose want are ever changing directions. Yesterday many was motivating by addition, per today is better conditions of services, staff housing, transportation, luncheon vouch staff housing, transportation, luncheon vouch and so tomorrow it could be anything else.
The various salary review commission set up by the various government of this country even before independence up till data elongated. Berenson and Steiner. Put it motivation is the liner state that energies activities or more and director channel behaviour towards goals according to Abraham Maslow human need as hierarchical order beginning from physiological need as the basic need food clothing and shelter. To that of hierarchy been self-actualizations. Maslow the need also for may be taken did not desired the way the first one was further addition may not be needed. Further up the ladder Maslow had security need of life property loved, by immediate recognition promotion at work place and self-actualization very become self-actualized it all depend on personal ambition on goal set by individual for attainment. And in the same other consider as may not be sufficient.
THE RELATIONSHIP BETWEEN TRAINNER AND MOTIVATION
Training should increase as individual skill and if the training is to meet that purpose certain condition must be present.
1. Realize he needs training.
2. Understanding he is expected to learn.
3. Have an opportunity to practice that he has learned.
4. Reinforcement that he is learning
5. Progress through training presented in logical sequence
6. Be willing to learn.
The condition are present on environment to learning by motivation person is created by characterization evaluate the performance oriented, training help to establish those condition the factors that has perhaps the greater for influence and learning.
WHAT IS MOTIVATION
The level of performance of human being is basically determined by levels and interaction between motivation and ability we can therefore develop the ability of a particular employee in order to improve his knowledge skill and competence. According to Heinz retch rich and Harold coots (1994) motivation is general turn apply to the entire class of device desire needs, wish and similar force. Motivation can also referred to as the drive and effort of satisfy a want or goods while satisfaction is the contentment experience when want is stratified motivation implies a derive toward an outcome (satisfaction)
According of Stephen R Robbins (1918) defined motivation as a willingness to do something condition by this ability to satisfy need for the individual.
Motivation means creating of force of impulse which Move some toward desire action or activities to satisfying some feet need such as behavior action purpose motive need may be reduce longer exercise and use up body energy in additions motivation is activities to some toward to desire or activities a view satisfying
TYPES OF MOTIVATION
There are of types of motivation (intrinsic and extrinsic) were additional and could be combined to produce the highest level of motivation some authors distinguish between two forms of intrinsic motivation one based on enjoyment the other on obligation in the contact obligation refers to motivation based on what and individual think ought to be done. Intrinsic in an activities for its own sake without obvious external incentive present. A hobby is a typical example intrinsic motivation has been intensifying student by education have found it is be associated with high educational achievement and enjoyment by students.
Extrinsic motivation: Extrinsic motivation are external 
while intrinsic of the individual for example praise or money individual for example satisfaction or accomplishment through that the two types of motivation were additive and caused by combined to produce the highest level motivation.
One based on enjoyment the other obligation on this contact obligation refers to motivation based what an individual think out to be done. For instance a feeling of responsible for a mission may had to helping other beyond what easily observable for example the need security new experience for recognitions self esteem for community or the start working objectives or to achieve purpose illustration of west and strong.
Motivation who attend a require us consider for example student who attends a require house in communication electronic without any prospect of using what the student need, since his interest in the course is academic and communication electronic without any prospect of using what he studies. Since his interest in the course is academic and communication electronic has nothing to do with his interest in the course job or his future it is difficult for him to learn such from the course he will be assigned he has a goals he can partially satisfy his need for a new experience by mastering the course materials in this later finance retain through built on study need and want to know the objectives of the courses and believer that he can reach.
In meeting his responsibility to motivation trainee can capitalize what enter built in motivation be found in his student the teacher must first establish learning objective and activate force that course the student work
2.2	THEORETICAL FRAMEWORK
DEFINITION OF TRAINING
Training does not exhibit the aims and goals of training it should also be made clear to that various writers, training has been one sided most of these writers viewed it from the area of discipline or specialization. At this definition of training can be considered as the progress or acquiring and developing skill knowledge and attitude through instructional activities. It can also be defined as the organization procedure by which people learn knowledge and skill from definite purpose. The objective of training is to achieve a change in behaviors of these trained (trained in industries this means acquiring near manipulating skill technical knowledge problem solving ability or attitude it is expected that the new attitude achieving the organization goals training is different from educationist, education is broader in scope in it considered to be formal education school college or university therefore it is the price of training that constitute in a working organization it is limited to acquired or developing competence that may specific need). 
These essay therefore intend to look at training from all angle both formal and many of thee types of training is Hotch patch of deal borrowed from various class society employee of their public or private sector fact that the sky is the limit and therefore engages them in training course that one relevant to their place of works.
Nigeria on realizing the importance of training has established three (3) instructions namely:-
1. The industrial training fund (ITF)
2. The Nigeria carried management development (NCMP)
3.  The administration staff college Nigeria (ASCON) (1985)
The establishment of these institution is meant to meet with the dis organization decree and wipe but completely the expatriate quota in the country in addition to the three institution mention above there is how a proliferation of universities polytechnic and laughter schools this is form in order to bring education to the door stepot the artisans since education is the function training course.  
TYPES OF TRAINING
The level or amount output of an organization will depend on what source are available to the best of its ability also added to this is the staff how all grounded in knowledge they are performance expectation and imaged among of the demand of their present interest job to prepare than for promotion add transfer . Training could be administrated through many methods depending upon the goal and objectives of the organization and the training needs of the individual johnson (1983) identified various method under broad headings.   
1. Induction or orientation training for new employee: Cooperated bodies with insight and develop goal have since recognized the need to property introduce new employee to their inductions new employee to their induction new employee of the organization and his work environment although proper instruction is often neglected its essential for ensuring that new employee get off to the right start the objectives of induction are multifold in carryout such a Programme management seeks to create favorably attitude towards the company policies and its personal wellbeing. 
It also seeks to instill a feeling of belonging and acceptance that enduring and high morale is eventually generated in the need employee in attitudes and behaviour so that they fit well in the organization and accept management policies and practices-a well-run orientation programme may minimize to hold of rules violation is most instance. An employee’s partially oriented before they come to work for company .the orientation programmme is limited in the first instance and that it is carryout to plan. The department should trainee hired supervisor in the performance of the orientation responsibilities. The following of is a list of be include fundamental thing that should done with new employee. However, the list or not conclusive since each organization will make adaptation to fit need.
2. OFF THE JOB TRAINING:- off the job training could also be referred to as vestibule training school activities supervisory and management training use. This is the kind of training which undertaking way from the job employee will de and put him where has similar marches or situation to work with, so that order instruction from a specialist. He can familiarize himself with the work and develop his own learning at virtually his own pace freed from the pressure of the production line or officers.
Pigora and major (1983) in their own contribution see vestibule training as being used primarily when large number of employee must be trained quickly.
3. On the job training: - this methods of training lost wise is a relatively chapter training method. It is chapter because the employee does not have to duplicate the medium used of training. The trainer is simply placed in position whereby associated.
a. JOB ROTATION:- this is a process whereby you move a trainee from ground of task to another of task
b. Apprenticeship Programme:- this is a process where by the coaching is given by a master who is an export to subordinate. Here the new corner moves from the simple aspect of the job to 
the complex one’s egg iron worker baker.






FUNCTION OF TRAINING
Who should benefit from training?
According to flippant organization has a choice of weather to development employee or not. The only choice as to method planned training will return values to the organization in term of productivities. According to marten lather everything is tone in this would in hope, this is the philosophy in business the management of understanding investment capital so that it yield more money in term of profit for what entrepreneur will sink his capital where he does not reap reward? It is often said that when he die not vesture there is no rollers (and perhaps on failure too) otherwise one who be reaping where one did not sows. Therefore many STAFF as possible should be trained the rapid technological change and automatic on existing skill and job call for retraining is continues process and that programme. For training employee for new occupation job repetitive routine and electrical job are eliminated by electronic.
BENEFIT OF TRAINING
There is hardly an exclusive list of training benefit either to the individual trance or to the organization however it may be necessary to mention that it reduced accident sported work damage to equipment absenteeism and STAFF for promotion bit individual employee and the organization is the channel of the training. There is the need to make constants evaluation of training of ascertain it creating the desire impact on the individual employee and the organization that is whether the training programme is helping the employee to acquire the necessary skill knowledge at attitude relevant to the job some of the criteria to be used in the evaluation include relevance reliability and freedom contaminations in their discussion.
CATALENELIO and kick refers to our step involve in such 
evaluation.
1. Learning to what extent did the trainee learn the fact principles and approach that were include in fact.
2. Reaction how will the trainee like programme.
3. Behaviour to what final extent did their job behaviour change became of the programme
4. Result: What final where achieve reductions in cost improvement in production A gain different organization have their own method in which dreamed is set for training in by the frames. The degree of improvement on the part of trained should be markedly different from that of hot trained.
2.3 EMPIRICAL REVIEW
Many people regard training as a waste of time and money others content that administration are born and as such provided they have sound education. All that is required is knowledge through experience of work. Training as a continues process that should concern through his career in the public services or the business world applies to everyone whether a general, list administration or technical professional officer junior. More effective the total administration system must be conductive of staff development and regard training as integral part other whole process.
A study conducted by Abubakar and Jimoh (2022) examined the role of training as a motivational factor in the performance of employees in Kogi State Civil Service. The researchers employed survey methods using structured questionnaires distributed among civil servants. The findings revealed that employees who received regular and job-specific training demonstrated higher motivation levels, improved work output, and a greater commitment to organizational objectives. The study further highlighted that lack of training opportunities contributed to job dissatisfaction and absenteeism. The authors recommended integrating continuous professional development into local government policies to enhance employee engagement and performance.
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CHAPTER THREE
METHODOLOGY
3.1	INTRODUCTION
	This chapter entails the method been used during the research study. It also deals with the method of analysis and the research problems in the research work. 
	The research methods used in the cause of this research work also entails procedures and problems that can guide the new researcher in order for them not to encounter such problems in their research
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 training as a motivative factor toward effective performance in an organization
3.3	SAMPLE AND POPULATION OF THE STUDY
A sample can be describe as the group of cause selected as a good representation from all possible causes of interest in a particular research project.
Sampling process is the total size of the population from which the researcher collected their information. The researcher fined it difficult to speed their work to most of the area Ibadan Electricity distribution company (ILORIN SOUTH LOCAL GOVERNMENT). Therefore only the sample size of Ibadan Electricity distribution company (ILORIN SOUTH LOCAL GOVERNMENT) (the senior staff some experience junior staff) where interviewed however random sampling were also stone done for inexperience staff of the power holding area for interview.
The population for study was entire member of staff of Ibadan electricity distribution company will enable researcher to analyze the data gathered appropriately.
3.4	SOURCE OF DATA/ DATA COLLECTION INSTRUMENT
The researcher use both primary and secondary method of data collection. Firstly the researcher made use of study such as Ibadan Electricity distribution company (ILORIN SOUTH LOCAL GOVERNMENT).
Secondary questionnaire were sent and distributed to a percentage size proportion of the population which were collection back by hand through personal contract.
More so the researcher made use of personal interview size of the population choose some questionnaire which are structural and function of the organization distribution of questionnaires.
About, the questionnaire were distributed to the staff of the organization and they were collected. In person also by the help of their familiar friends in the organization.
The researcher while some ask them to come back the following day to collect the questionnaire. However the entire questionnaire were collection back.
Since we have various researcher design such a experimental research project the researcher’s decided to make also request for the corporation of the respondents and promise to keep all the co-operation secrets. Information such as sex marital status is working experience data of last promotion and so on were also requested for question which cover the necessary subject matters were also include answers gather were analyzing with the information in section one and two.
3.5	TECHNIQUES FOR DATA ANALYSIS
The research use two basis methods namely satisfied and simple percentage method do analysis the data collection from questionnaire this give clear interpretation of the information gathers from the respondents.

CHAPTER FOUR
DATA, ANALYSIS AND INTERPRETATION OF DATA
4.1 	INTRODUCTION
	This research work talks about all staff members of the council. This chapter also deals with analysis and the interpretation of the information gathered through the question.
4.2	PRESENTATION OF DATA
Data analysis is the process of developing  answers to questions through the examination and interpretation of data, it also play a key role in data quality assessment by pointing to data quality problems in a given survey. Analysis can thus influence future improvements to the survey process.
This chapter deals with presentation of data analysis collected the research instrument used was questionnaire collected.
However, the research finding for the study was carried out to cover the tentative hypothesis so as to enable the research reach a logical conclusion.
Sixteen copies of questionnaire were sufficiently distributed to the respondents and the sixteen copies were returned for the purpose of simplicity the above data and information will now be presented analysis in respect of result of each result.
CHI-SQUARE ANALYSIS
CHI-SQUARE is a statistical test commonly used to compare observed data with data we would expect to obtain according to a specific hypothesis.
How does the Chi-Square statistic work?
	The Chi-square statistic is most commonly used to evaluate tests of independence when using a cross tabular.
How is the Chi-square statistic run in SPSS and how is the output interpreted?	The Chi-square statistic appears as an option when requesting a cross tabular in SPSS. The output is labeled Chi-Square tests, the Chi-square statistic used in the test of independence is labeled person Chi-square. The statistic can be evaluated by comparing the actual value against a critical value found in a Chi-square distribution (where degrees of freedom is calculated as # of rows – 1 X # of columns – 1), but it is easier to simply examine the P-value provided by SPSS, to make a conclusion about the hypothesis with 95% confidence, the value labeled Asymp, sig. (which is the p-value of the Chi-Square statistic) should be less than 05 (which is the alpha level associated with a 95% confidence level), is the P-value (labeled Asymp. sig) less than 05? If so, we can conclude that the variable are not independent of each other and that there is a statistical relationship between the categorical variables.
SEX EDUCATION IN PULIC SCHOOLS HOW FUNDAMENTALS IS R CURRENTLY 
CROSS TABULATION
	
	How fundamentalist
	Is r currently

	
	Fundamentalist
	Moderate
	Liberal
	Total

	Sex education in favour count public schools % within how fundamentalist is r currently
	892




82.8%
	1165




88.7%
	954




93.5%
	3011




88.3%

	Oppose count % within how fundamentalist is r currently
	185


17.2%
	149


11.3%
	66


6.5%
	400


11.7%

	Total % within  how fundamentalist is r currently 
	1077


100.0%
	1314


100.0%
	1020


100.0%
	3411


100.0%



CHI-SQUARE TESTS
	
	VALUE
	d
	Asymp. sig R.

	Pearson Chi-square
	58.323
	2
	000

	Likelihood Ratio
	59,593
	2
	000

	Linear-by-linear
	58,123
	1
	000

	Association
	
	
	

	N of valid cases
	3411
	
	



a.o cells (0%) have expected count less than 5. The minimum expected count is 119.61
In this example, there is an association between fundamental and views on teaching sex education in public schools while 17.2% of fundamentalists oppose teaching sex education, only 6.5% if liberals are opposed. The P-value indicates that those variables are not independent of each other and that there is a statistically significant relationship between categorical variable.

TYPE OF TRAINING
The type of training should always reflect the objectives to be accomplished the resources of the organization and the characteristic and number of individual to be trained.
1. On the job training: the employee is taught skill of the joy by giving him the job to perform.
2. Vestibule training: employees are taken away from the actual job environment to a training school that is a semblance of the work environment.
Mistake do not affect either the machine in the factory and production but of involve double cost.
3. Apprenticeship training: this kind of training relates to situation where technical skill can be acquired only after some period of time is the actual performance of the job. It often takes a fixed period of training, it is combinations both on and off of training method.
4. Internship training: this is joint program between school and business organization the business organization affords school leavers the opportunity of putting theories into practice e.g. industrial attachment and horsemanship for professional doctor and pharmacists respectively.
5. Simulation of special: this is a result of advancement in electronic and other sophisticated products for cost or safety it is impossible to train employees on the machine but something close or similar to actual machine e.g. pilot training.
6. Retraining and upgrading: retraining involves teaching new skill to an employee because of technological change or to increase labour mobility while upgrading is given an employee a higher job to perform. It improves his skill and enhances his opportunity for promotion.
4.3	ANALYSIS OF DATA
THE NEED FOR TRAINING IN AN ORGANIZATION
Whenever it is noticed that an employee is making satisfactory effort but there are evidence job performance attention should be given to raising the skill level of the employee.
A rise in the number and rate of accident may suggest some form of framing also when changes occur or are imposed upon a worker as a result of a job redesign or a technological breakthrough training in needed to remedy the problem created. Problem that may call for training which includes your levels of productivity drops in productivity high rejects increase stop page and change in the organization strategy. The organization may arrives as the conclusion in a number of ways the conclusion can be drown from a systematic. Although, training cost time and money yet much organization have done to realize the cost to be 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 drive maximum benefits. For example if pay is low supervision is poor benefits are inadequate or non-existence or deficient physical plant which amount an organization commit to training may have little or no effect since poor performance is due to some condition that training cannot remedy.
A haphazard approach must be avoided because it will not result in bridging the gap between where the employee in now and where to should be in terms of knowledge and ability.
4.3	TESTING OF HYPOTHESIS
TRAINING AND DEVELOPMENT IN AN ORGANIZATION
Training is a process of updating old skill and developing new ones. After performance, appraisal has indicated or discovered that poor performance is a result of inadequate and inability on the part of the employees steps have to be taken to improve such skills and ability though training and in the case of management it is known as development for success every organization need to have well trained and experience workers to perform the activities even experience worker needs to learn about the organization, its people policies culture and procedure if employees can over possess excellent on one aspect superb on the other yet he finds some aspect of the job a little difficult is where training becomes important in order to increase the versatility and adaptability of employees.
If jobs are simple easy to learn and influence by technological chance sophistication and the complex society training is inevitable.
4.4	SUMMARY OF FINDING
	Training in an organization is the platform through which more skills and knowledge are acquired for some specific purpose in a business environment or cooperative world staff of an organization need to undergo some training is now understand and its important is for valuable to an organization or facing the issues of training in an organization.
	Some of the problems below are major factors hindering training in an organization.
· Lack of awareness/publicity: training programme are activities not well publicized to create more awareness for full participant to be achieved.
· Lack of Motivation: some organization lack motivation their staff and personnel to participate in training courses and programmes.
· Lack of Information: most staff in an organization is not well informed on the importance of training to the future Endeavour.


CHAPTER FIVE
5.0	SUMMARY, CONCLUSION AND RECOMMENDATION 
5.1	SUMMARY OF FINDINGS
The training and motivation have some linkages which some of the users did not know. But the written of this work fashioned out the contribution of one on another and vice versa a I and the power holding administration authority have not being making judicious use of the motivational concept of training as a mechanics through which the objective and goals of the local authority could be realized especially now that the control authority is agitating or reform as the way towards the eradication of the social economic in balance in the society such as corruption mal administration miss appropriation sectionalism among others. The study focused on the hierarchical selling of the council authority and their role function and how training and re-training of employees and the training types available for the works/employee are well examined in order to give an appropriate training to appropriate employee I workers for it to be appreciated both in its value and during the course of action. This is necessary because of the verities of staff with different skills to accompany the organization of goals such as the skills level semi-skilled and the un-skilled one who are mean to perform the clerical and official work. All the candies listed above have their sectional and fitted training which would be appreciated when applying to the originality of work in the organization hence for training given an appraisal must be accorded so as to show the length of performance and to know the how well the method has achieved.
5.2	CONCLUSION
In spite of the laudable training policy of the company there has not been enough provision for the training of administrative or management cadre. Say for a number of years. Whereas for is a compressive training programme, it is assumed perhaps that administration needs no special training even through it has been costing, some concern among the administrative staff of the company. As danger put it administrative is that part of management whose job is the implementation and perhaps interpretation of policies made by top management administrative staff know complain that have been left out of the scheme of thing (training) i.e. they are not motivation through training, even though they get promotion staff house can loan etc. just as other do yet, the fail that the company has not given them the opportunity due to their engineering and technical counterpart while some of their services and also they have resigned to fate and this adversely affecting their job performance.
5.3	RECOMMENDATIONS
There are many institutions in the country today which other course on public and business administration and management can be studies. It is highly recommended that this company should take advantage of these opportunities an invest on it human resource money spent or training of staff is money miserly spent. The country has no better choice that to develop all the categories of staff i.e. technical engineering and administrative in during that it will maturate them put in their best in the job. For these who have seen trained in USSR Asia and other development country (the engineering and technical) should be given the opportunity it prove themselves. Also their administrative of management has to experiment on decision making which affects both men’s and machinery. It will therefore amount to a waste of time and money if he has given the opportunity to practice for Instance institution where the administrating, the public services is not allowed to use his initiative an make new innovation certainly there will be no progress, the administration in the public sector is always directed to irrespective of his position he hardly direct or break new ground he does this to maintain the status. As Ogunna point out since training is a continues process it cannot be said at any profit in time that only office has reached has optimum potential and has been fully trained in a dynamic in even charge and complex society. This power hoding has been blessed with abundant human resource in most all field or activities that it needs for its operation. All that is left is a better co-ordination and motivation of those resources in order to retain in the service of attainment of its objective.
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