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CHAPTER ONE
INTRODUCTION
1.1 BACKGROUND OF THE STUDY
Manpower training is very vital for any development of any organization why some organization lack it’s very serious to other lacks it very highly. There is an always positive result on the part of any organization that lack up staff training and development very organization. Any organization that fails to lacks its manpower training and very necessary tends to counters difficult in attaining objectiveness and would funds it difficult to complete favorable, there are various training and development procedure properly done, done objectives will be very difficult to attains.
Manpower development therefore becomes the ends result at the application of power and through career development training one of the purpose of an enhance efficiency and effectiveness. The study of manpower development as in long time seen as a vital tools in efficiency employee moral which has its it multiplying effect on organization productivity to ward for employee efficiency employee efficiency and effectiveness has been embark upon in attempt to access the extent to which organization especially Kwara State Television, Kwara T.V. Clerkish and promotes manpower training clerkish training and boosting employees moral toward organization.
Therefore, the study would like to access how far manpower development planned with the mined of those at the top level management whenever they are planning strategies to introductive new concept to the administrative procedure with particular reference to Kwara T.V.
Manpower development on the other hand, implies growth and the acquisition of wide experience for future strategic advantages of the organization.
       	Manpower training and development therefore, improves the effectiveness and efficiency of the employee. Therefore, the aim of this research is to know the current state, nature, procedure and method of training and development used by the Kwara Television Authority,  for their employees and let’s not forget that any organization that has no plan for the training and development of its staff is less than dynamic for learning is a continuous process and acquired skills get obsolete when the environment changes. Also, a popular caption in the field of personnel management says, “If you think training and development are expensive try ignorance’’. While training and development prosper organization, ignorance destroys it. Therefore, workers like machines must be updated on constant basis or else, they end up becoming obsolete or misfit.
1.2 STATEMENT OF THE PROBLEM
Some organization in Nigeria do not engage in proper training and development at its staffs, resulting to how productivity and poor organization preference i.e in most cases these organization are not undertakes training and development on the performance of their organization and its they do not undertakes training and development exercise for this employee.
According to Cole (2002) ill trained employee will difficultly be less productivity	as they don’t have the necessary and computer skill and knowledge to achieve maximum performance in the organization training though at wish to succeed source training enhances skill knowledge attribution and competencies and intimacy workers performance and old productivity in organization.
1.3 OBJECTIVES OF THE STUDY
In the light of the problem already identified in 1.2 above the study was undertaken with following aims and objectives
i. To identified existing training programmes at kwara state television.
ii. To evaluate the effectiveness of these training programme
iii. To find out if the training programmes have impacted on employee morale and the terms overall performance.
1.4 SIGNIFICANCE OF THE STUDY
The study is specified on manpower training and development as a tool measuring morals, which explain the inefficiency that characterized our public sector and co-operation which also result into lack of commitment to work and waste resources which development.
It is hoped therefore that this study would provide information on the remote and immediate course and possible solution to the manpower development problems and possible solutions to the manpower development problems are they affect Kwara T.V this is also hoped that the finding of this study will contribute to existing knowledge and information on the area of research. It is also expected that the findings and recommendations of this study will guide Kwara T.V to establish a formidable manpower development planning.
1.5 RESEARCH HYPOTHESIS
The hypothesis for the study are:
Ho: Thawing programs of kwara state television is not electively administered to  staff of the bank.
Hi: Thawing programs of kwara state television is electively administered to staff of the bank.
Ho:  There is no significant impact between manpower training and development on employee morale in kwara state Television
Hi:  There is significant impact between manpower training and development on employee morale in kwara state Television

1.6 SCOPE OF THE STUDY
The geographical scope of this study is Kwara State Television Authority Ilorin while the subject scope focuses on manpower training and development.
LIMITATION OF THE STUDY
Funds were in very short supply to the research and the research could not purchase some valuable print materials need for this project at the time they were most needed. The expenses on transportation to kwara T.V are so enormous because many occasion the researcher was not attended to and would have to leave without the information required.
Another constraint faced by the researcher was limited time for the completion of the project and engagement in other academic activities which occupied most of the researcher time. The research was faced with some restrictions in the area of the case study, this is due to bureaucratic reasons in the administrative procedures in the organization. It was not possible to get all the necessary information that would have helped in producing a comprehensive research work. The process of going through some records to get data was very tedious and formidable task as some material needed are tagged “TOP SECRET”
1.7 ORGANIZATION OF THE STUDY
The organization of the research work contains: Chapter one, which is the first chapter with general introduction, background of the study, statement of the problems, purpose and objectives of the study, significance of the study, research of the study, scope and limitation of the study, organization of the study/plan of the study, synopsis of each chapter and definition of terms or operation.
1.8 DEFINITION OF TERMS
MANPOWER: This is the human resources of an organization’s the attainment of an organization objectives.
TRAINING: Training could be seen as an organizational effort aimed at helping an employee to acquire basic skills requires for the efficient and effective execution of the function for which he/she is hired for.
DEVELOPMENT: This is a programme designed to provide new ideas and concept that may be useful for present and future specification response which take care of professionals and manager.
PLANNING: Is a strategy by which organization ensures that right number of employee with the right latent/skill occupied the right position of the organization. It is a deliberate effort put in place to attain a larger goal.
EFFICIENCY: This refers to an input-output relationship that is maximum work achieved for a minimum time or result. It is a notion of “Optimization” where by maximum satisfaction is obtained for a given out lay of resources.
EFFECTIVENESS: This is referred to how frequently and perfectly human or machine are able to easy out a task leading to a required output that always resulted to organization efficiency- effectiveness is therefore means to “End”
ORGANIZATION: This is referred to as two (2) or more people working together in a co-ordinate manner to attain group result.
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CHAPTER TWO
LITERATURE REVIEW
2.1	INTRODUCTION
This chapter is a review of existing literatures by other researchers which are relevant to the area of the research being conducted on the effect of outsourcing on organizational. More specifically, it is a documentation of available knowledge on some issues concerning the dependent and independent variables being discussed in this research. It is made up of the theoretical framework which includes a review of various theories related to this research, and the summary of the chapter made up of the conclusions drawn by researchers in the area of interest concerning this research study.
2.2	THEORETICAL FRAMEWORK
Manpower  planning  and  development  is  a  leading  function  of management. This is because manpower planning and development determine the premises and direction of activities on the organization failure to plan to lead the organization without focus and direction, and in effect results in stunted growth and eventual extermination. It suffices to say that organizational performance largely depends on the quality of plans.
The issue of theoretical review on manpower planning and development can be used to mean a predetermined course of an action, but defining manpower planning and development in such a way does not make an organization to have a clear view of what the word manpower planning and development really stand for. However, according to Steiner (1969), manpower planning and development as a process which beings with objectives, defines strategies, policies beings and detailed plan to achieve them, which establishes an organization to implement decisions, include review of performance and feedback to introduce a new manpower planning circle.
Therefore, manpower planning and development involves selecting missions and achieving them, it requires decision making that is chosen from among alternative future causes of action. Manpower planning and development thus provide a rational approach to achieve presented objections.
	Berneth (1996), defines manpower planning and development as the deliberate and systematic determination of how to use personnel’s in the future in order to fulfill the organizations mission and meet its objectives, give certain predicted or intended conditions. This definition shows that concerns for manpower planning and development imply a future orientation and as such the essence of it is to prepare for and predict events.
Because of constant changes in the environment, continuous manpower planning is an essential change that faces managers to plan in an attempt to reveal in advance opportunities for, and threats to the programme. In most cases, success or failure depends on a capacity to adapt to plan both to new information and changing environmental conditions. Thus, manpower planning and development is a process by which managers utilize and determine future action that will lead to realization of desired objective. Manpower planning and development also helps to anticipate future situations or conditions and their likely consequences. As such it enables an organization to provide for means of embracing future uncertainties or at least ameliorate their negative effects. This is done by reducing the risk exposure inherent in business operations in view process of stemming enterprise objectives and selecting future cause of action necessary for their accomplishment.
 	The success or failure of any organization depends much on adequate and proper manpower tvplanning and development of a given organization managers and administration. For an organization to achieve its objectives effectively without manpower planning and development is the exception rather than the rule. Effective manager do not, and cannot depend on the fate or the word of oracle as substitutes for manpower planning and development. Therefore, any individual or organization that wishes to succeed in business must of necessity equip its manpower planning and development.
	Manpower planning and development is an activity performed by all level of management and as such manpower planning and development is a function of all managers, although the character and breath of manpower planning and development will vary with each manager’s authority and with the nature of the policies and plan outlined by the supervisors. If managers are not allowed a certain degree of discretion, manpower planning and development responsibility, they are not truly managers
	Therefore, every manger within an organization must equip it manpower planning and development. The involvement of managers in manpower planning and development is based on the idea that the success of a plan depends on commitment to the plan by those responsible for performance.
	Although, top-level manager spend a larger proportion of their time in planning activities than for middle mangers or first-time supervisors, generally, high level executives are involved in establishing guidelines for carrying out specific actions at lower levels of authority. To do this, executives spend a large portion of their time surveying the economics, technical, political and social environment to identify new opportunities and relationship that others have not seen. For top level management planning managers must develop various courses of action for making needed strategic changes during the life of an assessment and review of outcomes of past strategic actions. These types of planning are broad, long range quite creative in nature.
However, the authority to conduct certain types manpower planning and development is delegated to lower level managers for middle and supervising position. Planning is more routine, specialized and for short period into the future. Some of the detailed plans develop by these managers are more closely related to standard procedures, methods, schedules and miles. In any event, manpower planning and development cannot be successful unless top executives support, function and provide clear objective in which manpower plans can be based. At each of many phases of manpower planning and development, decision must be made, problems must be diagnosed, alternatives must be brought and evaluated and the alternative that appears the most suitable is what must be selected. Manpower planning and development involves the decomposition of problems and issues into their component parts application of information and selection of actions to achieve predetermined end.
Consequently, this aspect of the manager’s task involves hard thinking, which implies that manpower planning involves decisions making that is choosing from among alternative future cause of action. It’s the care of manpower planning and development. A plan cannot be said to exist unless decision, a commitment of resources, direction or reputation has been made. Managers must make choice on the basis of limited or bounded rationality. That is, they must make decision in the height of everything they can learn about situation, which may not be everything they should know. Decision making is however only a step in manpower planning and development, even when is done quickly and with little thought or when it influences action for only a few minutes. However, when it is evident that decision permits all planning’s, all decision making are not necessary planning. Decision may be made without manpower planning and development. However, one cannot conceive of manpower planning with decision making.
According to Agbato (1988), manpower planning and development is our effort to equip our personnel, visualize the future, as history by determining how we could want the future to appear. Manpower planning and development is not how precisely we can predict the future but rather to uncover the things we must do today in order to have a future. This implies that manpower planning and development involves forecasting. Almost all manpower planning and development involve forecasting and managers depend upon these forecasts in determining cause of action. To do this, managers must be able to look at the present and prepare it with past to be able to predict the future.
Onoha, (1999), for manpower planning and development to be effective, it must include the following principles;
1. Manpower planning and development should be based upon clearly defined objective and make use of all available information.
2. Manpower planning and development should consider factors in the environment which will help or hinder the organization in reaching its goals
3. They should take account of the existing organization and provide for control, so that performance can be checked with established standards.
4. They should be précised, practicable and simple to understand and operate
5. They should be flexible, to ensure that circumstances necessitates change and this can be affected without disrupting the manpower plan. Therefore, manpower planning and development no matter by whatever it is defined, has one primary aim and that is the attainment of individual and company objectives.

OBJECTIVESOFMANPOWERPLANNING AND DEVELOPMENT
	According to Cadson (1982), to have the right number and the right quality of people requires effective human resources planning and serious managerial attention and commitment. This is important for a number of reasons which are as follows:
1. For any organization to achieve a reasonable degree of success, it must not be equipped with excess or inadequate manpower planning and development. Human resources are costly to acquire and retain, therefore making it economically difficult to justify keeping excess manpower. The size, the excess stock piled employees can create serious problems for organizations, for example, it can become a serious drain on profits. In most of our government ministries or parastatals, surplus or ideal employees also find themselves unengaged in any productive work tend to be bored and frustrated for having no tangible or constructive work to do. At the same time, the organization cannot afford to keep too few employees as overwork by the few available employees may retard work progress and lead to a lot of dysfunctional behavior on the part of employees. Effective human resources planning that take into account the whole area of potential planning factor can help determine the right quantity and the kind of employees to keep.
2. Effective human resources planning can be very useful in stabilizing employment level particularly when a firm is faced with a variable product demand care. According to Greenland and Riggs (1979) such stabilization can:-
a. Reduce the firm’s unemployment compensation, liability cost incurred due to lay-offs.	
b. Provide more job security to the organization’s employee
c. Minimize the cost of overtime during peak periods of demand.
3. The need to cope with possible future changes and competitive forces in both the product and labour market. In technology and government regulatory requirement calls for a realistic effective human resource planning. Over the past 10 years, our economy has witnessed phenomenal changes hitherto inexperienced in our history. Business complexity and competition has reached unprecedented height such that the fortune of many product and services has changed over night. For example when the Central Bank of Nigeria (CBN) liquidity squeeze on banks became a major threat to survival, banking as a service took a new face. Armchair banking gave way to more aggressive banking practices. Banking executives took the street to sell their services and canvass for depositor’s fund. Today, many banking institutions are looking for aggressive marketing executives.
4. Sometimes, the need for strategic business planning that could permit the breaking of new grounds or the outwitting of the competitions may come from an effective manpower planning.
5. If organizations must grow and survive in the increasingly competitive business world, it must have no optimum of talented manpower. It is needless to say that talented and highly productive individuals are always in short supply and often require longer period of training. The current shortage in critical manpower skill, are bound to surface. Organizations that require such a high-level of skilled personnel must plan ahead for the needed manpower
6. Human resource planning helps to avoid or minimize the usual chaotic problems of management succession created by either the sudden death or resignation of key executive. Human resource planning permits succession plan for replacement to be drawn up well in advance and be much known to all concerned.
TYPE OF MANPOWER PLANNING AND DEVELOPMENT 
	There are many ways to classify plans. According to Okoye (1997), these could be thought of in terms of substance of planning, the variety of plan that is produce, and the value to be anticipated from planning.
Koontz etal (1980) classified manpower planning and put them in a hierarchy as below;
1. Purpose of mission:- The mission or purpose identifies the basic function or task of an enterprise or agency or any part of it.
2. Objectives:- This is the results towards which the organization activity is directed
3. Strategies: This is used in the military to mean plan made in the tight of what is believed on adversary might not be so. The purpose of strategies then is to determine and communicate through a system of major objectives and policies a picture of what kind of enterprises is envisioned.
4. Policies:- Hicks and Gullet (1981), define policies general statement that guide decision making. Within the framework existing or anticipated resources.	
5. Budget:- Agu (2003), budget are statement of financial resources, the budget is necessary for control but cannot serve as a sensible standard of control unless it reflects plan.


OBJECTIVE OF MANPOWER PLANNING AND DEVELOPMENT
	According to Obi (2005), objective can be defined as the end result of every activity and they are result business expects to achieve. These results are to motivate their workers and raise their morale, accomplished their goal and thereby helping to increase productivity to improve competitive advantages.
It also involves work towards a common goal. This helps to provide the sense of unity, harmony and accomplishment that are wanted for co-operative efforts.
	To maximize profit, which comes by increasing market shares through expansion, also to provide a conducive marketing environment which will create employee satisfaction, commitment and expand business opportunities? 
EFFECTS OF MANPOWER PLANNING AND DEVELOPMENT:
	According to Agu (2003), Manpower planning and development gives the organization a sense of direction and purpose. Thus, the consistent guides needed in resources allocations are used in performing other activities are provided.
It increases the skill of a manager in accurate decision making and thereby reduces the chances of mistakes and errors. It also reduces waste of materials, time and money.
	According to Obi (2005), manpower planning and development is used to anticipate problems and take corrective action before they become menace to the organization operations and to co-ordinate all significant activities so that personnel, facilities and materials can be made available at required time.
	It also minimizes redundancy, duties and correctly helps to allocate duties and positions in business. It set a precise practicable and understandable manner in the organization. It provides the means of integrating and viewing the organization as well as visualizes how the overall goals are interrelated in achieving the overall goals rewarding subordinates.
According to Drucker(1954) defines it as a  means of using subordinates. It is a means of using goals to motivate people rather than to control them.
ENVIRONMENTAL FACTORS THAT INFLUENCE MANPOWER  PLANNING  AND DEVELOPMENT IN NIGERIA:
1. Educational factor:- The pursuit of wrong policy or a shift in the educational policy of a country can cause a shortage in manpower requirement of a nation. This is in the case of developing countries where the educational policies had focused on the trading of administrative personnels to the neglect of their technical counterpart. The result is that, the colonial masters had to escort their labour in the areas of scarcity to the former colonies thereby getting employment for their nationals.
2. Technological factors:- With change in technology, there must be change in skill requirements of industries. Many jobs are been deskilled because many factories, apart from manufacturing new parts are decommissioning old ones while many joinery workers are now factory maids. Therefore a change in the technology employed in an organization or in any arm of the enterprise or the use of semi-finished product will have definite effect on human resources, especially on their occupation and skill.
3. Social change or factors:- Experience has shown that many youths, do not want to remain in rural areas but want to go to the urban centres where they can enjoy social amenities provided by the government. Where there is a dearth of labour for the industries located in the rural areas, there is excess for those in the urban area
4. Economic factors:- Economic also play an important role in the labour supply and mobility in any country. In the case of early 1970’s that is immediately after the civil war for instance, there was a general reconstruction and rehabilitation, and the Nigerian economy was growing fast. This lead to more employment competition and some skills become scarce.
5. Political changes:- A change in government in this country usually put fear in organization or enterprises as the policy statements of successive government create one hardship or the other for industries and some time disrupt continuity.
EFFECTS OF TRAINING ON EMPLOYEE PERFORMANCE
Employee are motivated work better on the job if they are made to feel their employers thinks of their well being. Training is one strategy that employers can however adopt to make employees feel this way when employers put in place training programs for their employees, they become aware of the desire of their employers to see them improve, thus will be motivated to work better.
Therefore, the study sought the opinion of the respondents whether they are motivated laid satisfied with the training program kwara T.V the result shows that majority of respondents are motivated and satisfied with the training program put in place by kwara T.V. this is because being motivated will boost morale thus enabling them to work laid to achieve the corporate goals and mission of kwara T.V and help them have up to the institution corporate valid.
It is vital in accessing the effectiveness of the training programs provide by kwara T.V to not only obtain the perspectives of management but the training (Employee) sass well. The data repeated that employees were able to identify specific improvement to their development as a result of the training they have obtained and were also all to clearly state that the training provide over the years has been beneficial to them in terms of the improvement as well as acquisition of new skills and knowledge improved efficiency and also believed that training has been enable them contribute to the growth of the institution. Their ability to clarity identify these things highlights the effectiveness of the training provide.
Labour us a major input in the operations of any entity. Efficient labour has a direct impact on the output of the firm and productivity of the firm. Analysis of productivity can be simplified by accessing the output per unit of input. The more output per unit of input. The more output per unit of input the more productive a firm is the main focus of this study is on employee training and development and the impact of such skills, knowledge.
2.3	CURRENT TRENDS IN THINKING
Although so many issues can be put together and catergorized as current trends in thinking as far as “Manpower training and development on employee moral” is concerned. Nmadu (2019): Identified as issues arising in training programs.
i. Financial constraints: Training programme is quit expensive as it requires a lot of money to ensures its success.
ii. Interference with employees routine activities in the organization: These afford him their little it time to attend to his daily schedule in the office.
iii. Problems of sweeping to better joke: This organization may lose some of its staff after they might have been trained to pay must higher. The employees in many cases swap to other organization.
iv. Search for greener postures: Irrelevant acquisition of training: This is a problem that emanates from the lack of or inadequate analysis of training needs before workers needs to be properly analyzed to know his areas of problems and the particular organization to shit the existing problems saw operations problem after all, requires only motivation to correct the situation.
v. Irrelevant facilities to carry out jobs: In most cases, trainees acquires a great dials of skills and technical knowledge on the training grand hut back on the job, they do not have similar facilities to work with this is quite demoralization and soul destroying.
vi. Corruption and favoritism: This is evident in the area of staff selection for training programe. In the most cases, workers are selected based on friendship, tribalism, favoritism e.t.c. therefore forgetting that not all of them well actually require training.
2.4	SUMMARY OF CHAPTER
In summary although the literature strongly suggest a direct relationship between job training and job performance as well as job training and employee attitudes, there is a little empirical support for this suggestion clearly, there is no need to provide such empirical support. The purpose if the present study was to explore the relationship between training and development and its perceived impact on employee attitudes and perceived job performance proficiencies. The empirical data suggest a perceived gap could then result in conflict between the employee and employee relationships. The present study elaborate and extends previous by exploring as in their business one which is a small to moderate size business that is usually overlooked in other research studies. The hypothesis in the study specifically address the relationship between employees with training experience who have positive training attitudes are perceived to improve job proficiency. 
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CHAPTER THREE
RESEARCH METHODLOGY
3.1	INTRODUCTION
The chapter covers the description and discussion  on the various techniques and procedures used in the study to collect and analyze the data as it is deemed appropriate. It is organized under the following sub-headings:
· Sample
· Sources of data / data collection instrument
· Method of data analysis
· Research problems
3.2	SAMPLE AND POPULATION OF STUDY
Sample or sampling is the factorial unit of the universal or population selected for the study or observation which conclusions drawn about it. Therefore from the above population a sample size of the study is 25. The sample random techniques is used to chose the staff that represented the subject of the study the need for accepting this sample size rest on the premises that researcher cannot out by smudging on the other population
3.3	POPULATION OF THE STUDY
The target population of this study consists of all the female and male members of the kwara state television. The number of population adopted for this study comprises all the member rationale behind restricting the population to the members is to enhance electives participation of all members in the management of kwara state television.
3.4	SOURCES OF DATA AND DATA COLLECTION INSTRUMENT 
The study was conducted to get data from respondent. These are the tools or methods used on getting data from respondent. In this study, questionnaires and interview are research instrument used questionnaire is the main research instrument used for the study to gather necessary data from the sample respondents the questionnaire is structured type and provides answer to the research questions and hypothesis there in. the instrument is divided and limited into two section A and B section a deals with the personal data of the respondents while section B contains research statement postulates in line with the research question and hypothesis in chapter one options or alternatives are provided for each respondent to pick or tick one of the options.
3.5	METHOD OF DATA ANALYSIS
Having the gathered the data through administration of questionnaire the collection data will be coded tabulated and analyzed according to the research question and hypothesis. In other to analyze the data collected effectively and efficiently for easy management and accuracy the sample percentage method was the analytical tools used for this research project and a sample size of twenty five (25) will be represents by 100% for easy analysis of the responses.
Also chi-square statistical analytical method will be used in the research work chi-square as a statistical techniques use in testing of hypothesis so as to predict what the relationship between two variables should be. It is used in drawing and reaching conclusion by collecting the observed testing the degree of freedom and carrying out a decision in determining the critical value of hypothesis.
The formula being
X2  =  (fo-fe)
             Fe
Where 
O = Observed frequency
E= Expected Frequency
The X2 value obtained from the formula is compared with the value of tabulated X2 for a given significance level and degree of freedom.
3.6	RESEARCH PROBLEM
-	Lack of proper training and development of the organizational staff
-	How productivity and poor organizational performance
-	Lack of training and development exercise for the organizations employees
-	Lack of fund for effect of training and development programmes.


















CHAPTER FOUR 
DATA ANALYSIS AND INTERPRETATION
4.1	INTRODUCTION
This section present the followings from the survey using the statistical tools and methods chose for data analysis with summarized analysis on the results problems such as limitation in the collection of data. Since kwara T.V is a formal organization, the letter of approval for the survey to be done. Reasons given included lack of time due to heavy workload at work or the questionnaires not getting to them on time. Even though the sample size chose was rather small, when taking into consideration the number of kwara state television employees, it head to be used to ensure that at least some data could be collected in time to ensure the timely presentation of the paper.
Thus, a further reductive of respondents due to the eight unanswered questionnaire reduces further the quality of data collected the company did not provide an information on that.
4.2	BREIF HISTROY OF THE CASE STUDY
Successive government in kwara state hard stated their desire to set up a television in the state since the early 70’s.
However, the first attempt to actualize the dream was aborted in 1977 with the promulgation of the Nigeria television decree No 24 of 1977 which brought all the state television station under a single Federal Authority. A technical committee was has ever set up in 1991 by then military administration to study and justify the desire for the establishment of kwara state television when a federal government television was already on ground.
The committee’s recommendation had to wait hill 1992 when the third civilian governor of the state Alhaji Mohammed Sheba Lafiagi set up an implementative committee and later awarded the contract for the state in July 1992. After all the installations, kwara T.V began test news and other programs in April 1995. The station began full transmission on Wednesday march 12, 1997, with the setting up of a pioncerning management heaven led by Modibbo Ishaq Kwara, Kogi, Niger, Ekiti, Oyo, Ondo and Osun state Nigeria.
VISION STATEMENT
“To be the medium transforming the world through broadcasting by uploading our hostage using global best practice.
MISSION STATEMENT
“To build and sustain a television station that stakeholder relationship through professionalism and mutative quality programming”
4.3	PRESENTATION OF DATA
	A
	
	

	Administered Questionnaire
	Returned Questionnaire
	Unreturned Questionnaire

	30
	22
	8



	
	Frequency
	Percent
	Valid percent
	Cumulative percent

	Valid 18-25
	0
	0
	0
	0

	26-35
	13
	59.1
	59-1
	59.8

	36-45
	5
	22.7
	22.7
	81.8

	46-55
	4
	18.2
	18.2
	100

	Total
	22
	100.0
	100.0
	


Source: Researcher’s Field Survey, 2025
The ages of the respondent ranged between 26 and 35 years. It reveals that none of the 22 respondents fell within the age range 26-35 years representing 59.1% of the respondents were between 36-45 representing 22.72%. the final 4 respondents were between 46-55 years representing 18.18% of the total respondents. The non representing of respondents between 18-25 old 56-59 does not mean the bank does not have employees within the range, it only means the employers within the age range were not available to respond to questionnaire.
TABLE 4.2: GENDER DISTRIBUTION OF RESPONDENTS
	Valid
	Frequency
	Percent
	Valid percent
	Cumulative percent

	Male
	13
	59.1
	59.1
	59.1

	Female
	9
	40.9
	40.9
	100.0

	Total
	22
	100.0
	100.0
	


Source: Researcher’s Field Survey, 2025
Out of the 22 respondents 13 were males representing 59.1% and of were females representing 40.9% this shows that the male respondent formed the majority in confecting a few of the employees. I discovered that statistics above corresponds to the current situation in the corporate currently there are more male employees in the corporate than females.
TABLE 4.3
	Valid
	Frequency
	Percent
	Valid percent
	Cumulative percent

	1st degree
	14
	63.6
	63.6
	63.6

	Masters degree
	2
	9.1
	9.1
	72.7

	Professional studies
	4
	18.2
	18.2
	90.9

	Others
	2
	9.1
	9.1
	100.0

	Total
	22
	100.0
	100.0
	


Source: Researcher’s Field Survey, 2025
Form the table above it can be fourth (63.64%) of the respondents representing 9.09% have a masters observed that about have a first degree, 2 degree, it representing 18.18% have professionals certificate whilst 2 representing 9.00% have other forms of questionnaires besides a first degree or masters. It can therefore be concluded that to be employed in middle or upper level position in kwara t.v one halls no less than a first degrees.
TABLE 4.4: WORK EXPERIENCE OF RESPONDENTS
	Valid
	Frequency
	Percent
	Valid percent
	Cumulative percent

	1-3 years
	2
	22.7
	22.7
	22.7

	4-5 year
	13
	145.5
	145.5
	168.2

	6-9 year
	7
	131.8
	131.8
	1100.0

	Total
	22
	100.0
	100.0
	


Source: Researcher’s Field Survey, 2025
From the above table the respondents have served in kwara state television. From1to ages. It can be seen that respondent who have serve for 4-5 years representing 45.45% formed the majority while respondents who have serves for 6-9 ears followed with a frequency of 7 representing 51-82%.
The remaining respondents who have served for 5 years make up 22.73%. however none at the represents fall within the range and 10-12 years of service in kwara state television.




4.4	ANALYSIS OF DATA
	OBJECTIVE ONE: IDENTIFY EXISTING TRAINIG PROGRAMS
TABLE 4.5: DO EMPLOYEE TRAINING PROGRAMS IN EXISTING WARA STATE TELEVISION?
	
	Frequency
	Percent
	Valid percent
	Cumulative percent

	Valid ages
	22
	100.0
	100.0
	100.0

	Total
	22
	100.0
	100.0
	


 Source: Researcher’s Field Survey, 2025
Table 4.5: Above shows the responses of the various respondents on whether employee training programs exist in kwara state television. All 22 respondent representing 100% indicated that employee training programs exist in kwara state television. This implies that the corporate is concerted about the training and development of its employee, in order to ensure efficient in the organization.
TABLE 4.6: TRAINING PROGRAMS AVAILABLE IN KWARA STATE TELEVISION
	
	RESPONSES
	PERCENT OF CLASS

	
	#
	Percent
	100.0%

	Valid Ages
	22
	21.4%
	100.0%

	Career development training
	22
	21.4%
	100.0%

	Orientation training
	22
	21.4%
	68.2%

	Leadership and corporate
	15
	14.6%
	100.0%

	Government training programs personality development programs
	22
	21.4%
	468.2%

	Total
	103
	100%
	


 Source: Researcher’s Field Survey, 2025
Table 4.6: show multiple responses gotten from the respondents on the various training that exist in kwara state television  22 of the respondents representing 100% indicated existence of job training career development training orientation training and personality development programs 15 of the same respondents representing 68% indicated that leadership and corporate government training programs exist in kwara state television.
TABLE 4.7: PARTICIPATION OF EMPLOYEE IN TRAINING PROGRAMS
	Valid
	Frequency
	Percent
	Valid percent
	Cumulative percent

	Yes
	22
	100.0
	100.0
	100.0

	Total
	22
	100.0
	100.0
	


Source: Researcher’s Field Survey, 2025
	All the respondents have participated in one form of training or another. All the 22 respondent representing 100% have participated in training programs. Thus we can conclude that it is likely that one gone through some form of training no matter the years spent with the institution.
TABLE 4.8: WHAT IS THE SOURCE OF EMPLOYEES TRAINING PROGRAMS IN WARA STATE TELEVISION 
	Valid
	Frequency
	Percent
	Valid percent
	Cumulative percent

	1-3internal work
	-
	-
	-
	-

	Shops and seminar
	10
	45.5
	45.5
	68.2

	6-9
	7
	31.8
	31.8
	100.0

	Total
	22
	100.0
	100.0
	


Source: Researcher’s Field Survey, 2025
Table 4.8 shows the response of the respondents on the sources of the respondents on the sources of employee training programs in kwara state television 10 respondents indicated that the source of kwara state television training programs is internal work, shops and seminars. I respondents representing 4.5% indicated external training programs, while the training 1 represents representing 50% indicated “both” this clearity shows that kwara state television uses both internal and external sources to train their employees. This implies that the employees of kwara state television are thoroughly trained since they are trained from internal sources and outside sources as well.
TABLE 4.9:  SELECTION OF EMPLOYEES FOR TRAINING
	Valid
	Frequency
	Percent
	Valid percent
	Cumulative percent

	Yes
	22
	100.0
	100.0
	100.0

	Total
	22
	100.0
	100.0
	


Source: Researcher’s Field Survey, 2025
All 22 respondents answered that selection for training was done by the human resource manager
TABLE 4.10: IS THE TRAINING PROGRAM MANDATORY FOR ALL EMPLOYEES?
	Valid
	Frequency
	Percent
	Valid percent
	Cumulative percent

	Yes
	22
	100.0
	100.0
	100.0

	Total
	22
	100.0
	100.0
	


Source: Researcher’s Field Survey, 2025
Table 4.10 shows responses whether employee training program are mandatory in kwara state television. All 22 respondents representing 100% indicated that employee training programs are mandatory in kwara state television this clearly shows the importance of employee training programs in organization. Organization must turn to take employee might improve.
OBJECTIVE TWO: Examine the effectiveness of kwara stete television training programs.
In your opinion do you think that your training programs are effective enough to increase employee performance? 
TABLE 4.11: FREQUENCY PERCENTS VALID PERCENT CUMULATIVE PERCENT
	Valid
	Frequency
	Percent
	Valid percent
	Cumulative percent

	Yes
	20
	90.0
	90.9
	90.9

	No
	2
	9.1
	9.1
	100.0

	Total
	22
	100.0
	100.0
	


Source: Researcher’s Field Survey, 2025
Table 4.11: shows the response on whether the respondents think that this organization training programs are effective enough to increase performance 20 respondents representing 90.0% indicated “Yes” while the remaining 2 respondents representing 91% indicated “No”. this clearly shows that kwara T.V training programs are effective enough to increase employee performance as indicated by majority of the respondents who works at kwara T.V.
However, the training programs of kwara state television may not be excellent as 2 respondents making up 9.1% of the total population indicated otherwise.



TABLE 4.12: IF ‘YES’ RATE THE TRAINING PROGRAMS
	
	Frequency
	Percent
	Valid percent
	Cumulative percent

	Valid
	Average
	2
	9.1
	9.1

	Good
	7
	31.8
	31.8
	40.9

	Excellent
	13
	59.1
	59.1
	100.0

	Total
	22
	100.0
	100.0
	


Source: Researcher’s Field Survey, 2025
Table 4.12: shows various rating for the training programs of kwara state television by the various representing 31.8% indicated “Good” while the remaining 13 respondents representing 59.1% indicated that  the training program in kwara state television is excellent.
This illustrates that the training program at kwara state television is excellent since majority of the respondent indicated 80.
TABLE 4.13: ARE YOU WELL EDUCATED ON THE OBJECTIVES OF TRAINING?
	
	Frequency
	Percent
	Valid percent
	Cumulative percent

	Valid
	Average
	2
	9.1
	9.1

	Good
	7
	31.8
	31.8
	40.9

	Excellent
	13
	59.1
	59.1
	100.0

	Total
	22
	100.0
	100.0
	


Source: Researcher’s Field Survey, 2025
All the 22 respondent indicated that objective of the training programs by the corporate was to help improve employee performance and also to help the employees acquire more sills. However out of the 22, 6 also added that training was to facilitate promotion, learn about advancements in the industry and also an opportunity for employees to brainstorm in order to develop strategies for the co-corporation.
TABLE 4.14: RESPONDENTS OPINION ON PLANNED AND SYSTEMATICAL NATURE OF KWARA STATE TELEVISION TRAINING PROGRAM
	
	Frequency
	Percent
	Valid percent
	Cumulative percent

	Yes
	20
	90.9
	90.1
	90.9

	Not sure
	2
	9.1
	9.1
	100.0

	Total
	22
	100.0
	100.0
	


Source: Researcher’s Field Survey, 2025
	It can be observed from the table that, 20 respondents representing 90.90% affirmed training at kwara state television is planed and systematic, 2, of the respondents representing 9.1% indicated they were not sure while none of the respondents answere no. developers of a training program might attest to having carefully designed it to meet their objectives. However, when participants also share the same view it validates the effectiveness of the program. The fact that some participant were not sure however means the program is not perfect. It is important for developers to investigate why some participants hold this view to enable them improve upon their successes this far.




TABLE 4.15: YOUR ORGANIZATION PAYS CONSIDERABLE ATTENTION TO TRAINING OF ITS STAFF ARE THE TRAINING PROGRAMS EFFECTIVELY ADMINISTERED PERFORMANCE?
	
	Frequency
	Percent
	Valid percent
	Cumulative percent

	Valid
	Average
	2
	9.1
	9.1

	Good
	7
	31.8
	31.8
	40.9

	Excellent
	13
	59.1
	59.1
	100.0

	Total
	22
	100.0
	100.0
	


Source: Researcher’s Field Survey, 2025
Table 4.15 shows respondent response on a banked manner 30 respondents representing 91% strongly, 2 respondent representing 9% agreed to this assertion. This clearly shoes the employees of kwara state television believed that their training programs have be effective in aiding organizational goals in the organization.
Since majority of the respondents strongly believed that the training programs that exist in kwara state television are effective
OBJECTIVE THREEE: To find out if the manpower training programs have impacted employee moral and the firms overall performance
TABLE 4.16: HAVE YOU BEEN INFLUENCED BY THE TRAINING PROGRAMS OF YOUR CO-ORPORATION?
	
	Frequency
	Percent
	Valid percent
	Cumulative percent

	Yes
	20
	90.9
	90.1
	90.9

	No 
	2
	9.1
	9.1
	100.0

	Total
	22
	100.0
	100.0
	


Source: Researcher’s Field Survey, 2025
The table above shows that majority of the respondent 20 representing 90.9% feel motivated by the training activities of corporate while 2 of 1k the remaining respondents representing 9.1% do not fess motivated by training activities provided by kwara T.V even through the 2 who do not feel motivated are few compared to those who feel motivated it an have a significant impact on the business since the 2 and attitude to work of each employee contributes to the growth of the corporation. In the supporting research it well revealed that employee performance can be evaluated with a look at ambition initiaties and focus motivation results in focus and excel
TABLE 4.17: IMPACT OF TRAINING AND DEVELOPMENT PROGRAMS ON EMPLOYEE MORALE OF KWARA STATE TELEVISION
	Valid
	Frequency
	Valid percent
	Cumulative percent

	Valid improved skill
	20
	29.13%
	100.0

	Acquisition of new knowledge
	20
	29.3%
	100.0

	Increase in efficient and better performance
	18
	24.0%
	81.8%

	Improvement in personality of employee
	13
	17.3%
	59.1%

	Total
	71
	100.0
	340.9%


Source: Researcher’s Field Survey, 2025
Table 4.17: highlight the various impacts of training programs on the employees of kwara state television. Through multiple responses gotten from the respondents all 20 respondents (that indicated they are influenced by training programs of kwara state television) representing 100% indicated that improved skilled end acquisition of new knowledge is a major impact of training programs and employees of kwara state television 18 of the same respondents representing 81.8% of the total respondents indicated increase in efficiency and better performance while 13 respondents representing 59.1% indicated improvement in personality of employees
TABLE 4.18: IN YOUR OPINION DO YOU THINK THERE IS A SIGNIFICANT IMPACT BETWEEN MANPOWER TRAINING OLD DEVELOPMENTS ON EMPLOYEE MORALE?
	Valid
	Frequency
	Percentage (%)

	Strongly Agree
	19
	86.4

	Agree
	2
	9.1

	Un-decided
	1
	4.5

	Disagree
	0
	0

	Strongly disagree
	0
	0

	Total
	22
	100.0


Source: Researcher’s Field Survey, 2025
Table 4.18 shows response on the impact of training on employee morale in a ranked scale of strongly agree to strongly disagree 19 respondent representing 86.4% strongly agree that training has impact on employee morale, 2 respondents representing 9.1% agree, while the remaining 7 respondent was indecisive. These clearly show that training has impact on employee morale as indicated by majority of the respondents.



4.5	TESTING OF HYPOTHESIS
Having given a careful analysis of the responses, the hypothesis of the responses the hypothesis earlier formulated in chapter one of the study are approached by the use of chi-square of 0.05 (5%) level of signicance.
HYPOTHESIS ONE
Ho: Training of kwara state television are not effectively administrate red to staff of the corporation
Hi: Training of kwara state television are effectively administrate red to staff of the corporation
QUESTION 1: Your organization page considerable attention to training staff are the training programs effectively administered in order to maximize employee performance.
	Variable 
	O
	o-e
	o-e
	(o-e)2
	(o-e)2/e

	Strongly Agree
	19
	4.4
	15.6
	24336
	55.31

	Undecided
	2
	4.4
	-4.4
	19.36
	4.4

	Disagree
	1
	4.4
	-4.4
	19.36
	4.4

	Strongly Disagree
	0
	4.4
	-4.4
	19.36
	4.4

	Total
	22
	
	
	
	69.82


Source: Researcher’s Field Survey, 2025
	From the value, X2 C= 69.82, X2 at 0.05 with of = 4 is 9.49
DECISION
Since the test statistic X2 C= 69.82 is greater than the actual value XVT=9.49, the null hypothesis (HO) is rejected and the alternative hypothesis (HI) is accepted while states that training programs are effectively administered in kwara state television to maximize employee performance.
HYPOTHESIS TWO
Hypothesis is no significant impact between manpower training and development on employee morale in kwara state television.
Hi: There is a significant impact between manpower training and development in employee morale in kwara state television.
Question 2: your opinion do you think there is a significant impact between employee training and employee morale?
	Variable 
	O
	o-e
	o-e
	(o-e)2
	(o-e)2/e

	Strongly Agree
	19
	4.4
	14.6
	213.16
	48.45

	Agree
	2
	4.4
	-2.4
	5.76
	1.31

	Undecided
	1
	4.4
	-3.4
	11.56
	2.62

	Disagree
	0
	4.4
	-4.4
	19.36
	4.4

	Strongly Disagree
	0
	4.4
	-4.4
	19.36
	4.4

	Total
	22
	
	
	
	69.82


Source: Researcher’s Field Survey, 2025
From the value, X2c= 61.8, xt at 0.05 with df is 9.49
DECISION 
Since the test statistics x2c= 61.18 is greater than the actual value x2t= 9.49, the null hypothesis (HO) is rejected and the alternative hypothesis (H9) is accepted which state that there is a significant impact between employee training morale in kwara state television.


SUMMARY 
With represent to the objectives of this study, this section had present finding from the survey using the statistical tools and method chosen of data analysis to summarized analysis on the result. It was used to ensure that at least same data could be collected on time to ensure the timely presentation of the paper.
The ages of the respondents ranged between 26 and 55 years. It revealed that none at the 22 respondent fell within the age ringer of 18-25 and 56-59.
In contacting a few of the employees 1 discovered that the statistics above corresponds to the current situation currently there are more male employees in the corporation than females.
The chapters also make it clear through data analysis that kwara state television uses both internal and external source s to train their employees.
This implies that the employees of kwara state television is thoroughly training since they are trained from internal sources and outside sources as well. 
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CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1	SUMMARY 
With respect to the objectives of this study, the following finding were related by the researcher
Data collected revealed that kwara state television started introducing its training program at the time the company began its operations till elate. Most employees have had some form of training it’s a growing organization in the early 1990’s.
It was clear to the promoter; the government of Nigeria that training could be used to induct new employees that are hired and also improve performance and efficiency of existing employee.
The research also revealed that the purpose of training and development activities of kwara state television is to active both individual and organizational performance.
However, the basic purpose of training and development as show from the literature review is to improve the knowledge and skills of employees.
It is also to change the attitude and behavior of the employees for the purpose of enhancing the effectiveness of the organization as a while and increase performance. The knowledge, skill and ability needed to handle the new processes and production techniques in other to be a head of other competing organizations.
Thus, there was the need to find out the major purpose for which kwara state television trains its employees because reasons way titter per organization.
According to the human resources manager employee at kwara state television are training in order to improve their skills, knowledge, abilities competencies behavior and confidents. The ultimate objection however is to help improve both individual and organization performance. This can observe that the purpose of training at kwara state television is in line with the general purpose of training from different literature review training at kwara state.
5.2	CONCLUSION
Kwara State Television has training programs for its workers specifically, it has an in house training program which was introduced from the inception of Kwara T.V. all employees no matter their qualification age or rank consistently go through in house training. Training has been effective with its core objectives being to improve individual and organizational performance as can be seen from the improvement in returns per unit invested in expenditures as well a consistent increase in income and profit. The training program is structured, planned and systematic has resulted in improvement in skills, efficiency and performance as well as the acquisition of new skills and knowledge. Training has as effect on the performance of the form firm with increases profit and income as well as an increase in income per unit of expenditure invested kwara state television however, should consider the possibility of other training programs besides its in house one so as to ensure that kwara T.V is abreast with development in the sector and globally as well as providing options for as employees and providing the benefit of choice.
Since it was discovered that not all employees were motivated with the current training programs on competition in the banking sector in Nigerian continue to increase with the continues emergce of new players. This it is important for television stations to invest if they intend to stay ahead of their competitors. Quality of human resource impacts the competitive edge of business in the service sector. The structure of training programs, their objective and benefits discussed in the analysis affirms the theories identified in literature. Training program are planned and systematic as also indentified by the theories in the literature. It was also established in the literature that the fundamental objective of training is to achieve both individual and organizational performance. This was affirmed in the result as respondents identified that the basic and objective of the training is to improve both employee and organizational performance.
5.3	RECOMMENDATION
1.	Kwara state television current in house training programs are effective but the corporation should also consider enabling employees to further their studies to improve their qualification.
2.	Kwara state television should also continue with its in house program with periodic analysis of the program culters to the specific need of its employees and that program is in line with developments of the time
3.	Kwara state television should increase transparency to let the public know their contribution to the Nigerian economy in term of employment.
4.	It is important for the Nigerian corporate sector to understand that training does not have an impact on just employee performance but on a firms overall performance.
There should be a willingness there of to invest in employee training with the understanding that it is an investment that will yield returns.
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