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CHAPTER ONE
INTRODUCTION
1.1 BACKGROUND TO THE STUDY
Human resource management is concerned with the planning, acquisition, training and developing human beings for getting the desired objectives and goals set by the organization.
The employees have to be transformed according to the organization and global needs. This is done through an organized activation called training and development, to control is multi-dimensional process which involves reorganization and reorientation of the social and economic system of the entire staff in an organization, change in structure, attitudes, institutions acceleration of economic growth, reduction of inequality and many other of the employee in an organization.
Training and development are capable of enhancing employee productivity in an organization. Both are often regulated or paid little attention by the management. Although, Ibadan Electricity Distribution Company Plc. Ilorin, has appropriate equipment and enough personnel. Yet productivity seems to be falling below expectation.
The nursing factor in most cases is lack of adequate skills and employee development. The acquisition or resources are highly productive personnel and developing them both mentally and physically are instrumental to speedy growth in an organization. Human resources widely organized as the most important of others in an organization, such others include money, time, and materials and so on.
Man is pre-occupied because it co-ordination the other resource for the attainment of organization goals. The human resource is a unique one, because it is complex in nature, managing it with the building it occupies, technology is something that the people make use of the product and services created by people.
1.2 STATEMENT OF THE PROBLEM
These study posses a lot of problems, which range from the nature of the organization setting to the problem of management including inadequate findings time consumption and so on.
The response to question by the organization staff is poor especially among the management and key officers in the organization. Another problem encounter was insufficient of fund to carry out the necessary information most of the time I went to the IBEDC head office in Ilorin, most of their staff is not ready to listen or give response to my question without white envelope. More so, there is some information that I need to collect from the internet, but was unable to collect it because of money.
Short time for the research work cover is another problem facing by students. The research cover a period of 6 months in which the six months I need to attend classes, update my research assignment, need to read my notes for the test and examination at any time.
1.3 RESEARCH QUESTIONS
The following research questions were raised to guide this study
1. Will the junior staff training opportunities yield maximum performance?
2. Will Ibadan Electricity Distribution Company have induction/orientation course for its newly employees?
1.4 OBJECTIVES OF THE STUDY
The importance of training and development as a tool for enhancing maximum employee productivity. The aims and objectives of this study includes:
To evaluate the importance of training and development in enhancing employee productivity in public sectors and private sectors organizations.
To analyze the impact of training and development in enhancing employee productivity in public sector and private sector organizations.
To give report about IBEDC effective and efficient development programmed and it’s reflection on their staff productivity.
To know the historical background of the case study.
1.5 RESEARCH HYPOTHESES
The following research hypotheses were raised to guide this study:
1. Junior staff  adequate training opportunities are not significantly influenced employee maximum performance.
2. Orientation course would not significantly influence the staff of Ibadan Electricity Distribution Company.
1.6 SCOPES AND LIMITATION OF THE STUDY
	Training development used in this study is primarily a lot in any organization in which employee productivity can be enhanced. Training and development has been the keywords in this study of what cannot be doing without in any organization that want to succeed.
	Another scope is the gestation period to be used in covering the whole five (5) chapters of the study, i.e. it must not beyond 6 months, within the six (6) months, we have to attend lectures, marking of attendance, reading for exams and the rest school activities.
	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 DEFINITION OF TERMS USED
i. AN ORGANIZATION: It is a social arrangement which pursue collective goals, controls its own performance, and has a boundary separating it from its environment. According to the study, organization can be said to be a group such as clubs or business, which had formed for a particular purpose.
An organization is an act of planning and arranging things effectively in a nutshell, an organization to me personally is the way in which different part of a system is arranged and work together.
ii. DEVELOPMENT: It is the gradual growth so as to become more advance. It is also a quantitative increase of economic activities and social services provided to change the life of the people or organization for better. In an organization, development is said to be any activities to become more advance and service become more advance or new idea to be inverted. It can also be a new event, or stage that is likely to affect what happen in a continuing situation.
iii. EMPLOYEE: This is a person who is lived to provide service to a company on a regular basis in exchange for compensation and who does not provide these services as part of an independent business. It is said to be a suitable person for a kind of job who is appointed to do certain responsibilities and in return for supervision. He or she is bond to obey the order of his/her master i.e. manager.
iv. PRODUCTIVITY: This is the high rate at which good or service was produced in an organization. It is also the amount at which useful thing are made either from the factor nature or growth e.t.c. Productivity in a nutshell is said to be there at which goods and services are being produced or brought in to existence in order to enhance one’s standard of thing.
v. TRAINING: It is the process that tries to improves skill or add to the existing level of knowledge so that the employee better equipped to do his job involving higher responsibilities. It bridges the gap between what the employee has and what the job demands. It is the act by which knowledge, skills or ability to do thing is been impacted on to someone on a particular field. It is one of the duties of human resources personnel in an organization, i.e. the personnel management to enlighten the employee more on the area or field, the employer is meant to handle training in order to make thing easier for his employee. Training briefly means the process of learning the skill that one needs on a particular field or job.
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CHAPTER TWO
LITERATURE REVIEW
2.1	INTRODUCTION
This chapter is specifically designed to review over the theories, ideals and definition of the term training and development and the importance of training and development in employee productivity.
2.2	CONCEPTUAL FRAMEWORK
According to Edwin B. Fillipo (1984) after the employee has been recruited, selected and inducted, he or she must be development to beter 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 company’sfuture 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 belongings 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.

2.3 	THEORETICAL FRAMEWORK
In the previous chapter, training and its important has discussed citing various references from the experts. Then a glance about auto components industry and particularly about the profile of the training and development has been dear in details.
TRAINING
Accordingly, training to the methods used to give new or present employees the skills that they need to perform their jobs. Additionally, the focus of training is performance improvement which are directed towards maintaining and improving current job performance.
Hence training is the important function that directly contributes to the development of human resources. Training is an essential part of the organization since technology develops continuously at a faster rate. Systems and practices get outdated soon due new discoveries in technology. This includes technical managerial and behavioural aspects organizations, which do not develop a system to catch up with uses the growing technology which soon become stale. However, developing individual in the organization can contribute towards effectiveness of the organization. A good training sub-system would greatly help in monitoring the directions in which employees should develop in the best interest of the organization. A good training system also ensure that employees develop in directions contingent with their career plans.
Training is an important process because employees need to learn new knowledge and skills. Action learning is a powerful form of training for organization change because it develop management skills while discovering ways to improve the organization.
Subsequently, some of the most often mentioned reasons for adults engaging in new learning are problems on the job, Job/occupational changes, home and personal responsibilities and competency at some hobby or recreational activity.
STRATEGIC TRAINING AND DEVELOPMENT
Strategic training and development focuses on the design and implementation of training systems to successfully impact organizational performance. Tannenbaum (2002) provided one of the most comprehensive models of the strategic training and development process.
The strategic training and development process (Tannenbaum 2002).
Firstly, the above model exhibits that the strategic process begins with identifying the business strategy. Secondly, the strategic learning imperatives, which refer to the strategic training and development goals which support the business strategy that have been identified. Thirdly, the strategic learning imperatives are then translated in to specific training and development activities and while the final step involves evaluating whether training has helped in contributing to the goals of the organization, by utilizing the appropriate metrics.
Additionally, the above model suggests that training and development can not be differentiated. All training interventions should be carefully planned, designed and evaluated in support of organizational goals and objectives. Several authors suggest that most organization training and development initiative that has occurred in the last decade have been strategic because they have emphasized knowledge management, continuous learning and development programmes to help organizations increase their ability to detect change, adapt and anticipate trends (Kraiger and Ford 2006), (Sessa and London 2006).
Before implementing any training programme, the company should assess the needs of the training with respect to needs assessment, the emphasis is on aligning training systems with the organizations business strategy and operating constraints.
Further the training design is on the development of systems of interventions to support knowledge as well as skills acquisition and transfer, rather than on the design and implementation of discrete training activities or methods. Evaluation is therefore focused on demonstrating an organization impact of training investments.
2.4	EMPIRICAL REVIEW
According to UVEICN (1975) Accompany ahs 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
The chapter examines the sources of data, sample and population of the study, method of data analysis and finally the research problems. The researcher assumes that the research work is incomplete without emphasizing on the method adopted while carrying out the study. However, the method and sources shall be examined in the subsequently analysis of the research. Method used by researcher when carrying out his/her research work is relevance to the successful completion of his/her work, i.e both the primary and secondary of data are produced a lot of information about the case-study past, present and prediction of future event.
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 important of training and development in enhancing employees productivity in an organization
3.3	SAMPLE AND POPULATION OF THE STUDY
During the course of this research writing-up, I visited the Ibadan Electricity Distribution Company Plc, Ilorin Branch office where some sample were taking from the total population of staffs to assist in filling the following question contain in my questionnaire.
3.4	SOURCES OF DATA COLLECTION
Data can be seen as values (Number or Words) that are yet to be produced. The source of data for the research work i.e Ibadan Electricity Distribution Company Plc (IBEDC). While the data collection, instrument involved administering fifty-one (51) submitted questionnaire by both junior and senior staff of Ibadan Electricity Distribution Company Plc (IBEDC), while the total amount of questionnaire distributed amount to 60.
3.5	METHODS FOR DATA ANALYSIS
During the course of this research study, I was able to gathered some relevant information from Ibadan Electricity Distribution Company Plc (IBEDC), the method to be used in the interpretation and analysis would be simple Random sampling percentage method. The simple percentage style of interpreting and analyzing data is mostly used in the social science than in the physical science. It is the system or process that gives each case in the population an equal chance of being included in the sample. The samples were choosing 10-10 staffs among the six (6) departments comprises the organization, i.e Distribution department, Marking department, Computer development, Administration development, Accounting and Auditing department, and Public Affair department.
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CHAPTER FOUR
DATA, ANALYSIS AND INTERPRETATION OF DATA
4.1	INTRODUCTION
This chapter contains the result of the analysis of the various data collected from Ibadan Electricity Distribution Company Plc (IBEDC), Ilorin which is the case of this research study, it should be noted that the major tool for data collection was the use of questionnaire which are prepared and administered amid the employee of the authority which was supplemented with oral interview and participate observation undertook by the researcher.
The general information attained from the respondents, which include such thing that designed, and professional background among others will assist to determine the structure and composition of the sample population. Also, the earlier postulated hypothesis raised in chapter one will be trained sequencely in process of this analysis positive or negative responses for the researchers question.



4.2	HISTORICAL BACKGROUND OF THE AREA OF STUDY
Electric power development was invented in Nigeria towards the end of the eighteenth (18th) century, when the first generating plant was installed in the city of Lagos in 1898. From the data onwards and until 1950, the portion of electric undertaking set-up at radiations. Some of than are taken care of by federal government under the jurisdiction of the public works department and some by the native authority and one or two large municipal authorities.
In 1950, in order to integrate power development into a national effect, the federal government passed the electricity corporation in Nigeria ordinance No 15 of 1950. This ordinance brought under one control of all the electricity undertaking, such section have the public works department and all these undertakings which were under native authority or mucipal ownerships and authorities. The electricity corporation of Nigeria usually referred to as (ECN) was the only statutory body responsible for producing, distributing and sell electricity to all consumers in Nigeria.
Kanji Dam
After considering the various economics potentialities of the river Niger, the Federal Government in 1952 limited Dutch engineering NEDECO and a British from Bal and Faw Beaky and among other things of our best economics advantages of the Nigeria that may be exploited by those people. As a result of the investigation, the federal government in its 1962-68 national development plan allocated the largest single vote to the Niger Dam project.
In 1962, the Niger Dam Authority was established by an act of parliament the authority was responsible for the construction and maintenance of dams and other works electricity for the country and promoting fisheries economics activities and irrigations.
Construction of Kanji Dam began in March 1964 and was completed as scheduled in December 1968 when the power plant began delivering electricity to the nation. In April, 1972, the federal military government enacted decree No 24 which set the national authority to form National Electric Power Authority (NEPA) part I section I: I of the decree. It was stated there that, there shall be established authority to be known as National Electric Power Authority (NEPA) and it shall be the duty of that authority as from the vesting date to develop and maintain an efficient co-ordinate and economical system of electricity supply to all parts of the federation or as the authority may direct the following purpose.
· To generate or acquire supply of water
· To provide bulk supply electricity for distribution within and outside the country (Nigeria).
The part II, section 7 states to the provision of this decree, the authority shall be changed with the general duty of: 
(a) Managing, maintenance and working, such as electricity undertaking witch are vested in the authority under the decree and such other electric undertaking as may be required by the authority or under pension of the decree.
(b) Stabling, managing, maintenance and working, such electricity undertake as the authority may deem it expedient to establish in the public interest.
(c) Supplying electricity and promoting economic and efficient electricity generation, including distribution and supply of it at a reasonable prices.
In the late 2000, the company became a public limited company (NEPA plc) and then later the name was changed again from NEPA plc to the power Holding company of Nigeria (PHCN).
As of may 2016 the structure of Nigeria electricity was changed as follows:
· Abuja Electricity Distribution Company Plc
· Benin Electricity Distribution Company Plc	
· Eko Electricity Distribution Company Plc
· Enugu Electricity Distribution Company Plc
· Ibadan Electricity Distribution Company Plc
· Ikeja Electricity Distribution Company Plc
· Jos Electricity Distribution Company Plc
· Kano Electricity Distribution Company Plc
· Kaduna Electricity Distribution Company Plc
· Port-Harcourt Electricity Distribution Company Plc
· Yola Electricity Distribution Company Plc.
Ibadan Electricity Distribution Company (IBEDC) Plc, headquarter in Ibadan is responsible for Electricity Distribution within the south western zone (Oyo, Ogun, Osun and Kwara) as well as some parts.
The following are the functions of Ibadan Electricity Distribution Company Plc (IBEDC).
A. To generate and transform electricity, distribute and sell electricity either in bulk or to an individual consumer in any part of Nigeria for such purpose be the subject to all right of the people and obligation or duties covered or imposed on to the authority by the electricity operated decree.
B. To construct, maintain and operate electricity generation station transmission and distribution lines on, above or below the ground. Also citation of transformer station and all other station building and work necessary for water from any lake, river, stream or other natural resources and doing of such acts may be necessary for the purpose of utilizing and returning the water abstracted, provided that all water not consumed shall be returned in a condition not less than pure when it was abstracted.
C. With the approval giving to the commission to generate electricity in Nigeria on partnership with other person or to take shares in any company in corporation for the purpose of generation electricity in Nigeria.
ADMINISTRATIVE AND ORGANIZATION STRUCTURE OF IBADAN DISTRIBUTION COMPANY PLC (IBEDC)
All state branches under Ibadan Electricity Distribution Company Plc (IBEDC) derive their functional power, operational techniques and structure form the establishing authority of the company.
Distribution manager who must be an engineer in charge of sales/marketing on the other hand heads the authority at the state level heads the authority at the state level, there are two different heads performing different functions i.e commercial manager and energy distributor respectively, Hence they are separated and placed in different authority at the state level, Ilorin district is divide in to six departments for administrative convenience. These departments are distribution department, marketing department, account auditing department and public affairs department.

DISTRIBUTION DEPARTMENT
This is the bedrock of the authority. At this level, it is responsible for distributing electricity to the consumers, attend to faults and providing the information the infrastructures needed for distribution of electricity such as erection of poles and line form which electricity could be tapped.
MARKETING DEPARTMENT
This department is as important as distribution since energy distributed must be accounted for in monetary terms. This department also known as SALES DEPARTMENT. Meter are installed in every consumers premises to monitor the usage of electricity in that premises be it residential, commercial or industrial capacity, there for proper billing.
COMPUTER DEPARTMENT
This department is directly in charge of billing or producing of bill in respect of energy consumed at a given period of time, let say monthly while the marketing officer distribute the times bills and reading are simultaneously taken for subsequent billing. Computer department is directly placed under marketing department simply because of their inter-woven nature of duty or function.
ADMINISTRATIVE DEPARTMENT
This department is needed by a senior who is accountable to distribution manager. There are other personnel and administration (P/A). the department responsibilities mined staffs welfare and ensuring smooth communication flow between the authorities, promotion, posting and discipline. It maintains staff’s records concerning other matters of the authorities.
ACCOUNT DEPARTMENT
Senior manager who is answerable to the distribution manager heads the account department. He is assisted in his duties by a number of accounting officers and clerks.
The department is the financial wire of authority whose posses the following responsibilities:
a. It is responsible for company and maintains the financial records of the 	authority.
b. It prepares and pays staffs salaries and allowances. It is also responsible in 	programme officers on grade level 12 and 13.
c. Top the management programme and personnel officer.
d. Management style for managers for stations.
ORGANIZATION CHART OF IBADAN ELECTRICITY DISTRIBUTION COMPANY PLC (IBEDC)
DISTRIBUTION MANAGEMENT
Commercial Manger
Energy Distributor
Marketing
Sales 
Distributor
Department
Public Affair
Department
Computer 
Department
Administrative 
Department
Auditing
Department
Accounting
Department















4.3	DATA PRESENTATION 
	This chapter deal absolute with data collected from the Ibadan electricity distribution through the administrative of questionnaires and oral interviews. However the data being presented would, henceforth, be analyzed based on the few important question that are out right related to the central theme of this work.
	I would like to use table and simple percentage system to present the data collected.
Table 4.3.1
	Responses
	Frequency of Junior Staff
	Percentage %
	Frequency of Senior Staff
	Percentage %

	Less than 3years
	8
	26.7
	8
	40

	3years-6years
	15
	50
	12
	60

	7years-10years
	7
	23.3
	-
	-

	Total
	30
	50
	30
	100


Sources: Researcher’s Field Summary 2024
	The table portrays above shows that in junior staff, category 26.7% have been in a grade for less than three (3)years, 50% have been in a grade for a period between 3 to 6years and 23.3% have last up to 7 to 10years on a grade. Also in the senior staff category, 40% of the employee have been in a grade for less than 3years and 60% also have last for a period between 3 to 6years in a grade.
Table 4.3.2
	Response
	Frequency
	Percentage %

	Male
	44
	88

	Female
	06
	12

	Total
	50
	100


Source: Researcher Field Survey, 2024
	The above illustrated that the majority of the staff of IBED are male as male was represented by 88% and female have only 12%. The investigation portray it that female staff performs only revenue functions.



Table 4.3.3
	Responses
	Frequency
	Percentage %

	Below 20years
	11
	22

	20years-30years
	19
	38

	31years-40years
	15
	30

	41years-50years
	2
	4

	Above 50years
	3
	6

	Total
	50
	100


Source: Researcher’s Field Summary, 2024
	The above table indicate that majority of the staff of IBEDC are youth and were fall within the range of 20 to 40years.







Table 4.3.4
	Responses
	Frequency
	Percentage %

	First leaving
	3
	6

	WASSC/GCE
	10
	20

	ND/NCE
	17
	34

	HND/B.Sc
	13
	26

	M.Sc
	2
	4

	Professional qualification
	4
	8

	Phd
	1
	2

	Total
	50
	100


Source: Researcher’s Field Summary, 2024
This table illustrated that the majority of the staff of IBEDC are with secondary school certificate, ND/NCE and HND/B.sc certificate only the Direct General has Phd.


Table 4.3.5
	Responses
	Frequency
	Percentage %

	Single
	27
	54

	Married
	21
	42

	Widow/Widower
	2
	4

	Divorce
	-
	-

	Total
	50
	100


Source: Researcher Field Survey, 2024
The table shows that of the staff of the IBEDC has divorced but 54% of their staff are still single, 4% are either widow or widower and 42% are married staff.
4.4	DATA ANALYSIS
The study revealed the following findings about Ibadan Electricity distribution Company (IBEDC) Ilorin.
	The Ibadan Electricity distribution Company plc (IBEDC) has a faulty comprehensive training programme which is capable of enhancing employees productivity and performance at work. that is the majority of the employee i.e both junior and senior categories have basic academic qualification to perform their duties and responsibilities without hindrance. However, the study also revealed that the junior employee need to be assisted by the authority to obtain higher qualification through remedial programmes.
	Majority of the employee in both junior and senior categories of the authority have been in service for between 11 to 20years. This reflect to the turn over rate of the employee which is low especially those spent between 1-10 years on a grade, this shows that the junior staff promotion is not as regular as their senior colleagues.
	The study also discover that Ibadan Electricity Distribution Company have no induction/orientation course for its newly employers who claimed they were not properly initiated. Their scheduled was that the junior employees especially the unskilled workers are dissatisfied with the training opportunities given to them while their counterparts in a senior category enjoy training and development opportunities.
	The junior ones are not given adequate training opportunities. The study also discovered that, for the fact that training and development opportunities are not going to the junior staff, promotions ready occur and this tend to kill the morale of the junior colleagues/employee which also is a source of problems in achieving the goal of the organization.
4.5	SUMMARY OF THE FINDINGS
Form the forgoing analysis, one can conclude that there are various academic and professional qualification needed efficiently in the organization. According to the operations of the authority, such academic qualification required include secondary school certificates, national diploma and degree holder that were obtained from various accredited higher institutions of learning in the country. Also included are the professional qualifications in line with the duty of the organization.
As skill perform the major operation of the authority enunciated above, we show that there were multifarious skills required including professional by the organization in order to be able to  perform effectively and efficiently. The possessions of those skills are essentials and optional performance of employee and will consequently ensure the attainment of organizational goals.
It is therefore expected of Ibadan Electricity Distribution Company plc (IBEDC), which is saddled with generation, transmission and distribution of electricity for enhance technological growth to provide adequate training and carrier development for its employee such training must be comprehensive utilization and should finance their employee’s for national development.
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CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS 
5.1 	SUMMARY OF FINDINGS
	It has been noticed that, writing Ibadan electricity distribution company PLC (IBEDC) despite both the junior and the senior cadre have basic academic qualification to perform their duties and responsibilities without hindrance still it was also reveals that the junior employee need to be assisted by the authority to obtain higher qualification through remedial programs.
	The study also discover that the organization does not provide orientation courses for its newly employers most especially the junior unskilled workers are dissatisfied with the training opportunities giving to them while their counter part in senior category enjoy training and development opportunism. It reflect to the turnover rate of the employees which is low especially those spent between 1-10years on a grade, this shows that the junior staff promotion is not as regular as their senior colleagues.
	Finally, it is clearly discovered that the system use in handing junior staff in the Ibadan electricity distribution company (IBEDC) is unfair which often can kill the moral of the junior colleague where training and development is the only or major things that can enhance employee productivity.
	In conclusion, the act of this junior staff neglected can bring problem to the organization effectiveness entirely.
5.2	CONCLUSION
	Training serves as a means of enhancing employees productivity, it is a motivation that induces employees by booting their moral towards performing their duties effectively. It is also reinforce workers in public and private enterprises to adopt the constant changing world sophisticated technology.
	Without concept of training and development of employees, the world organization would have become ignorant of their duties Ibadan electricity distribution company (IBEDC) recognized the importance and indispensable role of training and development of employee carrier and mess reflect to the effectiveness of employee productivities, but required prodigious sums of money, which lead to the neglecting of junior cadre In the organization.
	The authority realized that man power development as representing planted for the productive fore hence the concentration of substantial resources on training and employees career development authority. However, the result from the study shows a general feeling or satisfaction with the study shows a general feeling or satisfaction with various training programs of the authority as expressed by employees in the senior category while the junior staff expresses general dissatisfaction especially as it concern the senior employees.
	The study reveals that the training opportunity is in favour of the senior staff. Generally the Ibadan Electricity distribution company PlC (IBEDC) has a fairly satisfactory training program for the enhancement of employee’s knowledge, skills and attitude (K.S.A) for the attainment of organization goals as well as for employee’s career development.
5.3	RECOMMENDATIONS
	A functional training program is considered to be ensured in the requirement of the job. It is therefore imperative for training employees especially the junior ones who have not enjoyed equal training opportunity like their senior colleague for optional and efficient performance.
	One should take cognizance of the fact that once the ability of all the category employers to participated equally in training and staff development programs. This is usually aggravated as a result of policy currently existing in training opportunities between the senior and the junior employees is being currently experienced in Ibadan Electricity distribution company Plc (IBEDC).
	Employees at all levels should be given equal training opportunities in order to enhance their knowledge skill and attitude aimed at limiting productively closely concocted with the fact that the authority should have documented training policy and programmed  for references purpose as well as to maintain standard consistency reliability of policy operation.
This will for a long way in solving the problems of lopsidedness in the allocation of training opportunities to employees in order to have a balanced for both the senior and junior cadre of the organization in order to have enhanced the employee’s productivity in general.
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APPENDIX
Dear Sir/Ma
Questionnaire on the importance of training and development in enhancing employee productivity in an organization using Ibadan Electricity Distribution Company Plc Branch as a case study.
Institutions: please fill the appropriate space as provide in each of the following questions below: tick the appropriate boxes that are applicable to you.
1. Gender:     Male  (   )     Female (   )
2. Age groups between the range of :      20-25 S(     )     26-30 (      )  31-40 (    )  41 and above (   )
3. Marital status : Single (   )    Married (   )   Divorce (  ) 
4. Official post: director (    )  H.O.D (    )  Marketing Manager (  )  Officer (   ) Other Post (   )
5. How many branch office do you have in Ilorin? 
SECTION B
6. Is training and development important welcome in your company; 
Yes (   )  No (  )
7. What method of training and development do you implore in your company: Confidential (   )     Open System   (    )
8. Is there any policy for continues training and development in your organization: Yes (    )      No (    ) 
9. Where do IBEDC train therestaffs;    Within the country (    )   Abroad (    ) Both  (    )
10. Is there any recent additional training or seminar by your company train? Yes (   )      No   (    )  
11. What type of techniques does your company implore in selection of new employee ; Resume (    )    Interview (    )   Physical Examination (   )  Formal Test  (    )
12. Is there any induction arrangement inform of training and development for new employee before placement in the area of specialization; Yes (  )  No (  )
13. What is the impact of employee placement in the accomplishment of the optimum productivity objectives in the IBEDC;
 Excellent(   )  Very Good (   )  Good (    ) Average  (    ) 	Poor (    ) 
14. Do you have satisfactions;  Yes (  )  No (   )
15. Please give other comment relevant to the issue under discussions,
As much as sixty (60) questionnaire were administered to the staffs 	but only (51) were retuned.
 The reason why am interesting in using the questionnaire method is that it’s produced accurate information from the staff.
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