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CHAPTERONE

1.0GENERALINTRODUCTIONOFBACKGROUNDOFTHESTUDY

1.1INTRODUCTION

Thebasicaim ofanorganizationistoprovidegoodsandorservices.

Inordertoaccomplishthistask,organizationsneedpeople(work-force).

Peoplearethecriticalcomponentsoftheorganizationalsystem (Hayes,

WheelwrightandClark,1998).Thus,theattainmentoforganizationgoals

dependlargelyontheabilityandcapabilityofitsemployeesandthisis

easily achievable through an efficient and effective training and

development programmes. Thus training and development plays

significantroleinachievingorganizationalobjectivesbykeepinginview

theinterestofemployeesandorganization(Stone,2002).

Traininganddevelopmenthaveplayednosmallroleontheoverall

developmentoftheworkforceinmostofthedevelopedCountriessuchas

theUnitedStatesofAmerica,Canada,Russia,Japan,Germany,andBritain

among others.Therefore,Developing Countries like Nigeria can also

benefitimmenselyifherworkforceisproperlyandadequatelytrainedand

developedbytheirrespectiveworkorganizations.Moreover,Nigeriais

greatlyblessedwithrichandabundanthumanandmaterialresources,

effortstoproviderelevanttraininganddevelopmentwillenableherreap

thedesiredresult.Traininganddevelopmentisconcernedwithincreasing,

improving,enhancingandmodifyingemployees’skills,abilities,capabilities

andknowledgetoenablecurrentandfuturejobstobemoreeffectively

conducted(Bature,Friday&Abubakar,2013).Yetsomeorganizationssee

traininganddevelopmentasawasteofmoneyandtime,becausetheyfail

tounderstandthatmanpowertraininganddevelopmentcancontributein
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improvingtheoverallorganizationalperformanceorprofitability.

Globally, managers believe that training and development

contributes to the improvement of employee’s performance and

productivityinorganizationJones,GeorgeandHill(2000)opinedthat

training primarilyfocuses on teaching organization members how to

perform theircurrentjobandhelpingthem acquiretheknowledgeand

skillstheyneedtobeeffectiveperformers.Ontheotherhanddevelopment

focusesonbuildingtheknowledgeandskillsoforganizationmembersso

thattheymightbepreparedtotakeonnewresponsibilitiesandchallenges.

InNigeria,manyorganizationsarefacedwiththechallengesof

getting themostsuitably,qualified and competentpersonsto filljob

vacanciesthatcanaddvalueandbringaboutthemostdesiredturn-around.

Theformaleducationalsystem doesnotadequatelyteachthespecificjob

skillsforpositionsinparticularorganizations(Agagu,2008).Thus,few

employees have the pre-requisite skills knowledge, abilities and

competenciesneededtoworkArmstrong(2006).Thereisadireneedfor

the training and developmentofmanpowerresources,in virtuallyall

organizationsforitseffectiveness(Ezeani&Oladele,2013).KwaraState

Polytechnic,Ilorin is not exceptional,it needs employees whose

contributionswillgoalongwayinmeetingtheobjectivesoftraining,

learningandinnovationwhichisacardinalgoalforitsestablishment.The

employees should have the rightkind on training and development

requiredtomeetthejobexpectationsattherighttimeandcost.Thus,

thereisaneedforfullunderstandingoftherequirementofemployees

regarding training and development in accordance to the training

programmes(Adams2002).Moreso,employeeparticipationcanimprove
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theprocessoftraininganddevelopmentprogrammesanddesigninorder

toensurehighlevelperformance.

1.2STATEMENTOFTHEPROBLEM

Oneoftheproblemsofachievinggreaterefficiencyinpublicsector

organizationinNigeriatodayparticularlyinIlorinsouthlocalgovernment

areaofKwaraStateisthatthelocalgovernmentlackoftrainedandkill

personnel.Incarryingouttaskstoday,,noorganizationnomatterhowwell

conceived can run itself successfulwithout the trained skilland

experienced personalthatwillachieve the setting ofgoals foran

organization,thereisalwaysneedforthepersonnelinwhichthebearingof

theorganizationwillhavetorest.

Tochannelacauseofsuccessforanorganization,thereshouldbe

needforthetrainedpersonnel.

Therearetrainedproceduresandthedevelopmentexerciseatthe

localgovernmentwhichhasbecomeandpersonnelsystem orprocedure

fortraining thepersonnel.Thisold personnelmanagementprocedure

affectefficientlyand effectiveness in the localgovernmentalso the

application ofquota system policyin staffing and staffdevelopment

proceduretoimprovedavailablehumanresourcesmanagementpractices

andorganizationaleffectivenessofilorinsouthlocalgovernmentwiththe

particularreferencetostaffingandstaffdevelopmentandefficiency.

Theresearcherobservesineffectiveandreluctanceonthepartof

the staffin performing the job due to the lack ofexperienced and

inadequatetrainingforthepersonnel.

1.3 RESEARCHQUESTIONS
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i. Howdoestrainingimpactorganizationalperformance?

ii. How traininganddevelopmentcaninfluencethesuccessofan

organization?

iii. What is the relationship between training and organizational

performance?

1.4 OBJECTIVESOFTHESTUDY

Thepurposeofthisresearchworkistoexaminehowtrainingaffects

the efficiency of an organization particularly in ilorin south local

governmentareaofKwarastate.

Toseewhatareaneedfortrainingofitsemployeesmostlydrawn

conclusiononhowtoachieveefficiencyinthelocalgovernment.

Toknowthetypesoftraininganemployeewouldneedtokeepthe

organizationwheelingon.

Toknow exactproblemsfacingtheemployeeofilorinsouthlocal

governmentandtoprofferthesolutioninordertoachievethestatesgoals.

Lastly to know the historicalbackground ofilorin south local

government.

1.5 HYPOTHESES(OPTIONAL)

Ho1:Trainingdoesnothaveimpactonorganizationalperformance

Ho2:Training and developmentcannotinfluence the success ofan

organization

Ho3:There is no relationship between training and organizational

performance

1.6 SCOPEANDLIMITATIONOFTHESTUDY

ThisresearchworkislimitedtoIlorinSouthLocalGovernmentArea
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ofKwarastate.Someofthelimitationsencounteredduringcourseofthis

projectworks:

a. TimeConstraint:A lotofsacrificehasto bemadeso thatthe

researcherscouldhaveenoughtimeforthisstudy.Thetimelagisa

seriousproblem facedbytheresearcher,thatisthetimespace

between the period itwas submitted which was notsufficient

enoughastheresearcherhastocombineacademicactivitieswith

theresearchworkwhichwasnotallthateasy.Additionally,thetime

constraintsmadequietchallengingfollowinguponrespondentsto

collectquestionnairefeedbackforthenecessaryrequireddatafor

analysisaswellasmeetingwithsupervisorforconsultations.

b. Financialconstraint:The research encountered some financial

difficultiesaswecouldnotgetenoughadequatefundsforsome

activitieswhichhavegreatimpactonthesuccessoftheresearcher

aswell.

c. Dataproblem:Thestatisticaldatatobecollectedwerescarcely

recordedinalmostalldepartmentsintheorganizationandwerenot

properly kept,notupdated and this made itdifficultforthe

researchertogetsufficientandadequateinformationneeded.

d. BusySchedule:Busyschedulesofrespondentsatworkcoupledwith

theirindividualsocialresponsibilitiesmadeitverychallengingfor

them torespondtothequestionnairesintimeandtoreturnthem for

theresearchertocontinuewithdataanalysis.Thisfurtherreduced

thereturnrateofquestionnaire.
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1.7 ORGANISATIONOFTHESTUDY

Thisresearchworkisbeingorganizedinsuchawaythatchapter

one dealswith the introduction,statementofthe problem,aimsand

objectivessignificanceofthestudy,scopeofthestudyanddefinitionof

theterm used.

Chaptertwo is literature review itdeals with training,types of

training,organizationandefficiencyandtheneedforthetraining,while

chapterthreedealswithresearchmethodology/researchmethod,chapter

fourconsistsofinterpretationofdataandanalysistrainingprocedure,

importanceofthetraining,typesoftrainingoperatinginilorinsouthlocal

governmentareaKwarastateand theproblem faced bythetrainees

chapterfiveconcernssummaryrecommendationandconclusions.

1.8 DEFINITIONSOFTERMSOROPERATIOALTERMS

TrainingaccordingtoBalogunm.j(1980)inhisbook(management)

managerialefficiencyinthepublicsectorwhichquotedbyBamidele(2006)

“Trainingistheadaptationormouldingofapersontoincreasehisfitness

foraspecificactivity,itinvolvedexperiencedindoingajobaswellas

educationi.etheverycomponenttobedevelopedareknowledgeskilland

attitudes.

Trainingisaprocesswherebyanemployeeismadetoknowsome

thingsnewwhichcouldhelphim intheperformanceofhistasks.

Efficiency:-Efficiency means the relationship between the achieved

objectiveandtheamountofresourcesconsumedintheprocessi.e.itcan

bemeasuredinterm ofoutputtoinputefficiency=outputi.e.rationsinput

tooutput.
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Public sector:-itis encompasses whatis generally referred to as

governmentservicethisincludethecivilserviceparastatals,policeand

armedforces,performanceinthissectorscanonlybeevaluatedinterms

ofefficiencyand effectivenessin relation to theinputinvariable,this

meansimprovingtheserviceswhicharetheoutputofpublic/sectori.e.

productivityofpublicsector.

Organization:Organizationcanbedefinedastherationalcoordinationof

activitiesofanumberofpeoplefortheachievementofacommonexplicit

purposeorgoalthroughdivisionoflabourandfunctionandthrougha

hierarchyofauthorityandresponsibilityinotherwords,

Trainee:Thisissomeonewhoisbeingtrainedforajobi.e.someonewho

acquiresmoreknowledgeorskilltobecomeaimpartingnew skilltothe

peopleforaparticularfieldofhis/herprofession.

Trainer:Thisreferstosomeonewhotrainsotherorwhoimportingnew

skillstootherforaparticularjob.
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CHAPTERTWO

2.0LITERATUREREVIEW

2.1INTRODUCTION

Trainingasaninstrumentforefficiency,traininghasbeendefinedby

manyscholarssuchasEvnGosh(1979)fredkerlinger(1973)inhisbook

foundationofbehavouralresearchassetofinterrelatedconcept.

AccordingtoBeach(1980)inhisbookpersonnelmanagementof

peopleatwork“definetrainingastheorganizedprocedurebywhichpeople

learnknowledgeandskillforadefinitepurpose”.Thekeywordsherei.e.

organizedprocedureandknowledge“therefore,trainingmustbeorganized

tomeettherequirementforaspecifictask.

C.S.Stem Metz(1985)inhisarticlesthehistoryoftraining,heviewit

tobeabilitytopassintoothertheknowledgeandskillgainedinmastering

circumstance”Hegoesfurthersay“trainingisforemployeeinordertobe

production and promote efficiency since they operate within the

environmentascircumstancesdemand.

Baseontheabovescholarstherearevarioustypesoftrainingsuch

as,inductions,on the job training supervisory training,management

training,vestibuletraining,internshiptraining,simulationorspecialtraining,

apprenticeshiptraining,retrainingandupgradingtraining.

Thesearenumeroustypesoftrainingthoughwhichanemployee

canbeputintobetterpositiontoperform excellentlyinhisjoborareaof

duties.

Since scholars has made us to know thatthe onlymeans of

enhancingefficiencyandlow productivityisthroughadequatetraining

procedures in an organizations it is a means through which an
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organizationcanrealizetheiraimsandstatedobjectivesimplybecauseit

improvethemoralofthestafftherebyputtingintheirbestinperforming

theirduties.

2.2 BREAKDOWNOFRELATEDLITERATURE

AccordingtoDelebeach(1980)inhisbookpersonnel“management

ofpeopleatwork”hedefinedtrainingastheorganizedprocedurebywhich

peoplelearnknowledgeandskillforadefinitepurpose.

The key words here i.e.organized procedure and knowledge”

therefore,training mustbe organized to meetthe requirementfora

specifictask.

Hegoesfurtherthatanobjectiveoftrainingistoachieveachangein

thebehaviourofthosetrained.

AccordingtoJadeHallaoron(1978)inhisbookAppliedHuman

Relation and Organization Approach see training as the “process of

transmittingandreceivinginformationtoproblem solving.

There are many problem arising day in day out within an

organizationandthemoststrikingoneisthatofinefficiencyandlow

productivity.He see training as an instrumentofsolving problem of

inefficiencywithinanorganization.

Gosh.O.(1979)inhisbookpersonnelmanagementandindustrial

relation;describedtrainingasa“processbywhichtheattitude,skilland

abilityofemployees to perform specific job are improved forbetter

productivity.

Gosh news training as an instrumentforhigh productivityand

efficiency,ofcoursetrainingandproductivitygoeshandinhand.

AccordingtoC.S.Stem Metz(1985)inhisarticlethehistoryof
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training,statedthattrainingistheabilitytopassintootherstheknowledge

andskillgainedinmasteringcircumstancehegoesfurtherbysavingsays

trainingisforemployeesinordertobeproductiveandpromoteefficiency

sincetheyoperatewithintheenvironmentascircumstancesdemandsthe

introductionofcomputertothesocietynecessitatetheneedfortrainingof

employeesoncomputerliteracy.

Micheal.C.Moor(1972)inhisarticle,thepersonnelstaffstatedthat

training as the specific skilllearn bythe organization to furtherthe

organizationalgoalaccomplishmentbythetraineeafterhehasjoinedthe

organization.

According to Balogun M.J.(1980)in his book “Management

efficiencyinitpublicsectors”whilequotedbyBamidele(2006).Trainingis

theadaptationormoulding ofapersonto increasehisfitnessfora

specificactivity,itinvolvedexperienceindoingajobaswellaseducation

i.e.thekeycomponentstobedevelopedareknowledge,skillandattitudes.

Trainingisaprocesswherebyanemployeeismadeknowntosome

thingsnewwhichcouldhelphim intheperformanceofthistask.Thisalso

includesknowledgeandskillintheperformanceofhisduties.Training

consistofimportinginformation,changinginattitudesorimportingskill”.

Thetrainingfunctionisthatofpersonnelmanagementdepartmentwhich

hastheresponsibilityandtheauthorityforthetraininganddevelopingof

personnel.Theorganizationhasmanybenefitsitcanderivefrom training

itsemployee.

Trainingleadsto greaterefficiencyoftheentireorganization.it

improvesthemoralofstaffitassisttherequirementofstaffandensurea

betterqualityofapplication.Itenhancesthereputationofthefirm.
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Itincreases loyalty and adaptability ofstaff,itreduces labour

turnovertherebyensuringsavingincostofrecruitmentandoftraining

staff.

Trainingisaprocessofupdatingtheoldskillanddevelopingnew

ones.Thereforetraininghelpstheorganizationtorealizetheiraimsand

stated objectives as trainee capacity willincrease thereby increase

productivityofan organization in theotherhand,theexperiencesan

employeeisabletoattainduringthecourseoftrainingwillalsocontribute

immenselytotheemployeeprosperity.

Constantlyandcontinuoustrainingofemployeeareessentialtoan

organizationaleffectivenessand efficiency,furthermoretheindividual

employeeneedschangeduringthecourseofhisemploymentaswellas

thejob and theindividualrequireadjustmentand modificationofthe

employeesattitude,knowledgeand skill,theaccomplishmentofsuch

adjustmentandmodificationimpliestraining.Toobtainafullvaluefor

train,bowerssuggestedbasicrequirementthatmustbemet,asfollows:

trainingobjectivemustberelatedtotheorganizationalobjective.

Responsibilityfortrainingmustbeacceptedbythemanagement,

trainingmaterialsmustbeappropriatetothetypesoflearningthatis

desiredandthekindofindividualwhoistobetrained.

Trainingprogrammemustbetalliedtothespecificofficeinwhich

theyaretobeused.

Evaluationoftrainingresultmustbeanintegralpartoftheraining.

Afterperformance appraisalhas indicated ordiscovered thatpoor

performanceisasaresultofinadequateskillsandinabilityonthepostof

theemployees,stepshavetobetakentoimprovesuchskillandability
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through training and in the case of managementitis known as

development.

2.3 THEORETICALFRAMEWORK(TYPESOFTRAINING)

Typesoftraining,therearemanytypesoftrainingavailableforan

organizationtoorganizeortofund.Thetypesoftrainingshouldalways

reflect the objectives to be accomplished,the resources of the

organization,theresourcesoftheorganizationandthecharacteristicsand

memberofindividualstobetrained.

Trainingcanbeorganizedforanycategoryofsupervisionmanager

staff-clerksetc.

Thetypesoftrainingareexplainedbelow:

(1)InductionTraining:

Thisisthetrainingorganizedfornewstafftofamiliarizethem with

theorganizationstructure,objectivessystem andproceduresfacilitiesand

policies,rulesandregulationsandtoenablethem integratedquicklyinto

the organizations main stream.This enable them to have the right

impressionabouttheorganizationandtoimprovetheirattitudestoward

theemployer.

(2)OntheJobTraining

Thistypesoftrainingisorganizedattheplacewherethejobisbeing

performed.Itisgoodforallcategoriesofstaff:itisaimedatteachingthe

technicaldetailsofaparticulartask,sothatcurrentworkingmethodsare

usedandsothatworkersbecomeefficientintheshortesttime.

Themajoradvantagesofthismethodsisthatitenablesthetrainee

topracticalizewhathehastaughtrightthereonthejobitisameansby

whichaqualifiedworkergivesthetraineethebenefitofhidexperience.
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Thisofcourse,impliesthatthedegreeofeffectivenessofthetrainer.The

undesirablehabitsofthetrainermaybeunavoidablytransferredtothe

traineeandperpetuationofbadhabitscanhaveadverseeffectonoverall

efficiency.

Distractionintheworkenvironmentcanalsoaffectthequalityofthe

training.

(3)SupervisoryTraining

The supervisory training is concerned with the preparation of

workersforthecentralofotheri.e.preparingthem fortakingsupervisory

responsibilities.

Thiswillensurethatmanagementpolicywillbeproperlyinterpreted

and implemented.Supervisory training skills,updating and improving

technicalknowledge,sharingadministrativeandcommunicationskillsand

leadershipqualities,knowledgeproductionplanningandcontrolisalso

imported.

(4)ManagementTraining

Thisisplannedtrainingofmanagementgoodsemployeesforthe

effective performance ofmanagementfunctions and formeeting the

presentandfuturemanagerialneedsofanorganization.Itisusuallyaimed

atdeveloping.Itintellectualskillsofthetrainees,exposingthem tomodern

managementtechniquesdevelopingtheirdecisionmakingandsocialskills

and expanding theirknowledge ofmodern business operation and

management.

Othertypesoftraininginclude:

(a)VestibuleTraining:Thesetypesofemployeesaretakenawayfrom the

actualjobenvironmenttoatrainingschoolthatisasemblanceofthework
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environment.Mistakesdonotaffecteitherthemachinesinthefactoryand

productionbutitinvadesdoublecost.

(b)InternshipTraining:Thisisajointtrainingprogrammebetweenschools

and business organization.The business organization affects school

leaverstheopportunityofputting theoriesinto practicee.g.industrial

attachmentandhousemanshipforprofessionals,doctorandpharmacists

respectively.

(c)SimulationorspecialTraining:Thisisasaresultofadvancementin

electionsandothersophisticatedproductsforcostorsafetyreasonitis

impossibleto trainemployeeonthemachinebutsomethingcloseor

similartoactualmachinee.gpilottraining.

(d)ApprenticeshipTraining:Thiskindoftrainingprogrammerelateto

situationwheretechnicalskillscanbeacquiredonlyaftersomeperiodof

timeistheactualperformanceofthejob.Itoftentakesafixedperiodof

timeitiscombinationofbothonandofftrainingmethods.

(e)RetrainingandUpgrading:Retraininginvolvesteachingnewskillstoan

employeebecauseoftechnologicalchangeortoincreaselabourmobility

upgradingisgivenandemployeeahigherjobtoperform itimproveshis

skillsandenhanceshisopportunityforpromotion.

Trainingasaninstrumentforefficiency:thebestandthemost

powerfulinstrumentforefficiencyinanyorganizationeitherpublicor

privateorganizationistraining.

Training byits definition,is the abilityto pass into others the

knowledgeandskillgaininmasteringcircumstancesforanemployeesin

ordertobemoreproductiveandtopromoteefficiencysincetheyoperate

withinenvironmentascircumstancedemand.Even,inGoshsview(1979)
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inhisbooktitled“personnelmanagementandindustrialrelation”opined

thattraining is processes by which the attitude,skilland ability of

employeestoperform specificjobareimproveforbetterproductivity.He

viewstrainingasaninstrumentforhighproductivityandefficiency,of

course,trainingandproductivitygoeshandinhand.

Trainingisaninstrumentforefficiencybecauseitstransmittingand

receivinginformationtoproblem solving.

There are many problems arising day in day outwithin an

organizationandthemoststrikingoneisthatof“inefficiencyandlow

productivity”.

Theonlywayouttosolvetheseproblems,ofinefficiencyandlow

productivitywithinanorganizationisanadequateandcontinuoustraining

programmeforanemployeeinanorganization.

Trainingisaninstrumentforefficiencybecauseitleadstogreater

efficiencyofentireorganization.

Thistraininghelpstheorganizationtorealizetheiraimsandstated

objectives as trainee capacity willincreased thereby increasing the

productivityofanorganization.also,trainingcontributesimmenselytothe

employeeprosperity.Trainingisaninstrumentusedtoimprovethemorals

ofstaffitassiststherecruitmentofstaffandensureabetterqualityof

applicant.
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CHAPTERTHREE

3.0METHODOLOGY/RESEARCHMETHODS

3.1INTRODUCTION

Thetopicofthisresearchworkistrainingasaninstrumentfor

efficiencyinpublicsectorororganization,thereforealotofactivitieswas

putinplaceduringthecauseofthestudyamongwhichinclude.

ResearchMethods:Thisisthestudyofwaysofunderstandingtheworldit

isaproceduredesigntodiscoverfactsorcarryoutinvestigationitisa

strategy(ies)usedindictionandanalysisofdata,onthesameveinsample

techniqueandpopulationofthestudiesthissimplymeanstheactof

takingaportionofapopulationoruniverseasrepresentativesofthat

population oruniverse,during the period ofthisresearch workIthe

researcherhastheopportunityto visitIlorin South LocalGovernment

whereImetwiththeAdministrativeofficerinpersonMr.Ibrahim Tajudeen

andthesecretarytothelocalGovernmentMr.YusufAmaoandsomeother

administrativeofficerswhohavegavemealotofassistanceduringthe

periodoftheresearchwork,afterallthis,mymajorsources ofdata

centeredonprimaryandsecondarysourcessuchasjournal,textbooks

andpersonalinterviewandsoon.

Incarryingoutthisresearch,thefollowingmethodwereusedforthe

collectionofrelevantdatapersonalinterview non-participantobservation

anddocumentaryanalysisandduringthecauseoftheresearchwork

someproblem thatconfrontedmearetimeconstrain,inadequatedata,

hugeamountofcapitalrequired,inconvenienceingettinginformationfrom

variousrespondentsduetothesecrecynatureofNigerians.
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3.2SAMPLEANDPOPULATIONOFTHESTUDY

Thesamplingforthisstudyincludestheseniorstaffandoncross

section ofthe workerwhich randomly selected to representsome

operatingdepartmentofilorinsouthlocalgovernment.

A random samplingprocedureof70% employeesofilorinsouth

localgovernmentKwarastateofdifferentcategorieswasusedinthis

study.

3.3SOURCESOFDATACOLLECTIONINSTRUMENT

Thesourcesofdataforthisprojectworkcenteredonprimaryand

secondarysourcesuchastextbook,Journalpersonalinterviewandsoon.

Thesesourcesprovideanavenuetohavecrossfertilizationofidea

usingthecontributionfrom variousscholarsonthefieldoftrainingand

developmentinanorganization.

Thesourcesareexplainedbelow:

1.PrimarySources:Thisconsistsofaninformationtosatisfythepurpose

ofaninvestigationthedatawillbegatheredthroughtheuseofpersonal

interview,discussionandobservation.

2.Secondarysources:Theseareexistingdatawhichareusedtosatisfy

the purpose ofan organization,itis a form ofdesk research.The

secondarydata are the information collects from textbooks,journals

manuscriptsandmagazines.Datacollectioninstrument:incarryingout

this research the following methods were used forthe collection of

relevantdatathus:

I. Personal interview non-participant observation and documentary

analysis,thechoiceofthesemethodswasinfluenced bythesubject
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matteroftheresearchaswellastheperiodofstudy.

Thesemethodsofdatacollectionusetogatherinformationareexplained

below.

PersonalInterview:Theresearcherusedpersonalinterviewmethodofdata

collectiontogatherinformation.Personalinterview isprobablythemost

popularsurvey.Interviewcouldbeconductedfacetoface(oral)orthrough

television.

a.FacetoFace:Thisiscarriedoutthroughdirectpersonnelinteraction

betweentheinterviewerandtherespondents.Hisrespondentstoaskhis

questionwhileherecordstheresponsethatcanaidtheresearchwork.

This approach is fasterbutsince the intervieweris unknown to the

respondents,hemayrecordlittlesources.Thepersonalinterviewisagood

methodofdatacollectionbecause;

-Thereisahighresponserateitgivesopportunityfortheinterviewerto

explainthequestion.

-Itisdifficultfortheinterviewertogivewronginformation

-Moreinformationcouldbecollected.Thisisachievedthroughfollowup

-Theinterviewerisalsotorecordnon-verbalcommunicationwhichmay

improvethequalityofresponse.

2.Observation:The researcher also observes the performance of

individualemployeeinanorganization;observationexerciseisoftenuse

whereresearchercouldnotgetthosewhoareabletogiveoraldescription

ofeventsorarticulatethemselvesmeaningfully.Itisused wherethe

respondentsare unwilling orenvironmentishostile forinterview and

administration ofquestionnaire.The researcherobservesand records

whatisactuallyhappening.
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3.Documentary Analysis:The researcheralso collected data from

training/course procedures ofIlorin south LocalGovernmentArea of

Kwarastate.Thisenabletheresearchertohasdetailsabouttheilorin

southtrainingprogrammes.

3.4METHODOFDATAANALYSIS

Thedatawereanalyzedbyusingtablesanddescriptivemethodsfor

betteranalysisandinterpretation.Dataanalysisistheprocessofrefining

thedataimpliesgoingdeeperthanthesuperficialtobreakingdownthe

dataintoitsdifferentpartwiththeaim ofdiscoveringtherootcauseofthe

issueathand.

Analysisisconductedinorderto:

i.Determinetherelationshipbetweenthetwovariables(i.e.betweenthe

employerandtheemployee).

ii.Determinethestafftrainedaccordingtotheirdisciplineanddurationif

thecourse.Themajormethodofdataanalysisused(i.e)tabularand

descriptivemethod)isexplainedbelow:

1.Tabularmethodofdataanalysis:Datapresentationintabularform,the

methodinvolvesthesystematicarrangementoftraineestaffsandfacts

whichmadeupofrowsandcolumns.Thismethodwasemployedbecause

itenhancesorenableeasyretrievalofinformationandeasyunderstanding

oftheresearchwork.

2.DescriptiveMethodofDataAnalysis:Thismethodhasadvantagesor

meritofbringingmoreresultfortheresearcherforeasyunderstanding.

Itgivesaclearexplanationofalltheinformationreceivedthroughthe
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tabularmethodofdatacollectionadministeredduringtheperiodofwhich

theresearchworkwascarriedout.

3.5RESEARCHPROBLEMS

Itisnotagainsayingthatthereisboundtobeproblem inthe

conductofanyresearchwork.

Information (data) as always said is power butitmustbe

understoodthatsucharealisticandviableinformationwillnotbeeasyto

come-byintheconductofthisresearchwork,thefollowingproblemswere

confrontedandwhichnowservedasimpedimenttothequickcompletion

ofthisprojectwork.

1.Thefirstproblem worthtobementioninghereistimeconstrainthetime

setasideforthegatheringorelicitinginformation(datacompilationand

analysisofthesedataandmoreimportantlytodojusticetothistimehas

to besharewithinotherimportantactivitieslikelectureswhichmust

beverypertinenttoindividualsensiblestudent.

Theavailabletimeissomehow limitedwhichmakesitdifficultto

gathermoredata/informationfrom therespondents.

2.Inadequatedata:bythetimethisresearchworkascarriedout,thedata

wasnotsufficientandtheorganizationsdonotwanttoreleasedthedata

neededbytheresearcher.

3.Researchworkalsoentailshugscapitalwhichsinglepersonmightnot

beabletoafford.

Asastudent,thefinancialproblem encounteredintheconductof

this research work is especially in the area oftransportation,from

researcher’sdestinationtothecasestudyandotherimportantplaceswith

theviewofgettinginformationordataneeded.
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4.Thereisinconvenienceingettinginformationfrom variousornumerous

respondentduetothesecrecynatureofNigeriapeoplealwaysfindit

difficulttohelptheresearcherwhenitcomestosupplyingsomesensitive

orpersonalinformation.

Thisisoftenworsewhendealingwiththeilliterateonesandthose

withoutproperenlightenmentabouttheimportanceattachedorassociate

withresearchwork.

5.Dependingonforeignwork:Mostpeoplegovernmentandorganization

acrossNigeriaoftenseeprojectorresearchworkasbeeninferiorwhen

comparedtootherresearchworkcarriedoutinEurope,Americaandother

advancedcountriesintheworld.

Thishasreallylimitthemoraloftheresearcherwhentheireffortis

notbeingencouragedtherefore,theyieldinbringoutinferiorresearch

whenthereisnotanyform ofrecognitionorcompensationgiventothem

bythegovernmentororganizationusedasacasestudy.
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CHAPTERFOUR

4.0DATAPRESENTATION

4.1INTRODUCTION

Thischapterfocusesattentionondatapresentation/analysisand

interpretation findings from Ilorin South LocalGovernmentofNigeria

KwaraStete.Ilorinquestionnairemethodwereusetogatherinformation

from thestaffofIlorin South LocalGovernmentwhiletheresearcher

enjoyedconsiderablesupportfrom respondent,notallthequestionnaire

werereturned,showinga91.33%responseratio.Howevereffortwasmade

toensurethatadequaterepresentationofeverygroupwascateredfor.

Thechaptertherefore,beginswiththecollationandclassificationof

datausingfrequencydistributionandpercentages.Itthenprecededtothe

analysisofdatainterpretationfindings.

Dataanalysisandinterpretationfindings,thechapteralsolookinto

theabovesubjectmattersfrom ilorinsouthlocalgovernment2.scoreswas

usedtotestthetrainingasaninstrumentforefficiencyinpublicsector

organizationfiftyone(51)questionnaireweregivetothestaffofilorin

southlocalgovernmentandtheresearcherwasabletoreceivetheentire

questionnaire distributed,this shows a response rate of100%,data

analysis is vitalaspectin research efforts itdesigned to provide on

analysisoftheresearchwork(fieldsurvey),thiswillhelptogiveclearand

conciseinformationaboutthedata.

Theresultsareasummarizedfrom thequestionnaireandwillbe

analyzedusingpercentage(%)abriefexplanationofcharacteristicof

respondents would follow each responses summarytable and would

follow toshow respondentsbylevelsandqualifiedresponsestoeach
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questions.

SECTIONA:BACKGROUNDOFRESPONDENTFREQUENCYDISTRIBUTION

OFRESPONDENTSBYSEX

CODES SEX RESPONDENT PERCENTAGE(%)

1 Male 36 68.6

2 Female 16 31.4

Total 51 100

Researchersfieldsurvey2025

From theabovetable1,35oftherespondentswhichrepresent68.6%

aremalewhile16represent31.4% arefemalefrom theaboveagreater

percentage(%)ofpeopleemployedbyilorinsouthandlocalgovernment

aremale.

4.2BRIEFHISTORYOFTHECASESTUDY

AbriefhistoryofilorinsouthlocalgovernmentKwarastateNigeria.

Ilorin soughtlocalgovernmentarea is one ofthe five local

governments are in ilorin,emirate and even the youngest Local

Governmentamongthem allothersareIlorinEast,IlorinWest,Asaand

MorolocalGovernmentArea.

Theagitationformorelocalgovernmentcouncilsinthecountryto

bringgovernmentneartothepeopleiswhatledtothecreationofIlorin

southlocalgovernmentbythethengeneralSanniAbacha’sadministration

on4thDecember,1996.
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Ilorinsouthlocalgovernmenthasitsheadquarteratfufuwascarved

outofthethenIlorinEastlocalGovernmentArea.Itcomprisesoftwo

districtsbalogun Fulaniand Gaa – Akanbidistrictsthese are further

divided into eleven politicalwards vizAkanbi,11 111A 111B and IV

BalogunFulani1,11and111,Okaka,1,11andOke–ogun.

ByitsculturalsettingthelocalgovernmentisaminiatureNigeriaas

itaccommodateethicandreligionsdiversities,itisalsosurroundedbyfour

outofsixteen“16”,moro,ifelodunandIlorinwestrespectively.

But the population of the local government has not been

destructivelyisolatedfrom thenIlorinEastLocalGovernmentcouncil,its

peoplearepredominantlyfarmers.Thefoodandcashcropsintheareaare

groundnuts,cashew,cassava,maizelocustbeans,yam sheafbutterand

assortedvegetable.

GEOGRAPHICALLOCATIONS

IlorinSouthLocalgovernmentareaislocatedwithinthelatitude

803Nandlongitude4035E.

ThelocalgovernmentsharesboundarieswithMoroandIlorinEast

localgovernmentAreatothesouth,italsoboundedtothewestbyIlorin

westlocalgovernmentareaandtotheeastbyilorineastandifelodunlocal

governmentarea.

Fufu,theheadquartersofthelocalgovernmentisaboutlokunaway

from idofianandabout35km from Ilorinthestatecapital,boundaryof

AkanbiIleIlotaterritoryisaboutonekilometernorthwestigbo-owualong

IdofiantoIgboreadisabout5½kmsonanapproximateof272degree,to

jointheIdofianIlorinroadatabout1km northofidofiantownhenceNorth

–westalongIdofian-Ilorinreadofadistanceofabout1km paralledto
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IdofianIlorin.

NATURALANDMINERALRESOURCES

Thelocalgovernmentisblessedwithalotofnaturalresources

whicharemostlyfrom agriculturalproductandaremarketablebothlocally

andinternationally,suchproductsincludecereals,locustbeansandshear

butterasrawmaterialforprocessingintofinishedproductorgoods,itis

alsoblessedwithabundantdaywithoutstandingqualitythathasattracted

andreputablecompaniesintheproductionofceremoniesandfloorthis.

Thereareanumberofidentifiablepotentialofhigheconomicvaluesinthe

departmentofagriculturalandnaturalresourcesofIlorinSouthLocal

GovernmentArea.

THEPEOPLESOCCUPATIONANDFESTIVALS

Theindigenesofthelocalgovernmentarehavestorycentralize

thoughhereexistdifferentethicgroupsandlanguagesi.e.Yoruba,Fulani,

NupeandHausas.Thenitrogenousnatureofthehistoricalbackgroundof

IlorinEmirate,themajoroccupationofthepeopleismixedfarming,dueto

thefactthattheareaisenduredwithawideexpenseofrichfertilesoiland

quadraticteaching.

Thevegetableaswellastherain falland also favourableand

suitableforcultivationofvarietyoffoodsandcashcrops,thesavannah

typesofvegetationfurtherstretchingthesuitabilityoftheareaforthe

rearingoflivestocksuchascattle’s,goatspoultrymaking,blacksmiting

shear, butter production and garri processing are other relevant

occupationsengagedbythepeopleofthisyounglocalgovernment.

As to the festivals,Iyawo dance wolima,Nikkah are the most

common festivals in the local government area while other are
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synonymouswithIslam religionofthemostpeopleoftheareai.e.Eldfitr

and Eld.Kabirand Maolud Nabby and there are stillsome festivals

respectively.

EDUCATIONINSTITUTIONS,MARKETSANDHEALTHCENTRES

Accordingtorecords,thelocalgovernmentwhichhasasizeable

churkofilorinmetropolis,labours38publicprimaryschool,30private

nursery(primaryschools,28secondaryschoolsandahigherinstitution

“universityofIlorin”thelocalgovernmentcouldaswellboastof26health

clinicsandsixstandardsuppermarketamongothers,therestofthe

marketsareobbmarket,Oko-olowocattlemarkets,Agoomarket,Obaola,

Ilota,Fufu,IyanlaEroomomarket.

Thelocalgovernmenthasatotalstaffsstrengthofabout570of

which 140 are seniorofficers and 430 are juniorstaff,itwould be

interestingtorolethatonlyabout268ofthem areindigenesofthelocal

government,forinstance213workersarefrom otherlocalgovernmentin

thestate.

THEPASTANDPRESENTLEADEROFTHELOCALGOVERNMENT

Theproperadministrationandmanagementofthelocalgovernment

beganwiththeappointmentofthesouthlocalgovernmentinDecember

1996.sheestablishedthesecretariatandpreparedagoodfoundationfor

thetakeoffoflocalgovernmentatfufuandlaterhandedovertothefirst

executivechairmanofthelocalgovernmentinpersonAlh.SaliuAbdul

kareem paddledtheaffairofthelocalgovernmentfortheperiodofabout

fifteenmonthsi.e.from March25th1997o22ndJuly1998.Consequently

thesuddendeathoflateSanniAbachaon8thJune1998andsubsequently

disbursementofallexistingpoliticalstructurebyhissuccessorGeneral
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AbuldSalamiAbubakarboughtonabrutandtothereignofAlh.Saliu

Abdulkareem aschairmanofIlorinsouthlocalgovernmentotherthrough

outthenation.

Thisasaresultcaretakercommitteeweresetupthroughoutthe

nationtotakeovertheadministrationoflocalgovernmentilorinsouth

localgovernmentwasnotleftout,Hajia “Arch”Tayo Alao tookover

administrationofthelocalgovernmentfrom Alh.SaliuAbdulkareem.Hajia

Tayoadministeredthelocalgovernmentfrom 22ndJuly1998to19thMay

1999togetherwithotherfour(4)appointedsupervisingcouncilors.

4.3PRESENTATIONOFDATA

Thischapterhasfocusattentiontopresentationofdatatherelevant

datacollectedasregardstheresearchworkinsodoing,attemptwouldbe

madetotestthehypothesisformattedintheprecedingchapterinorderto

veritythevalidityorotherwiseitcontainsmajorparts.

-Thesocio-economicbackgroundoftherespondents.

-Thereresponsetokeyitem intheresearchinstrument

Theseresponsearecollectedanswertheresearchproblem ofthis

study.Thesecondarydatafrom whichresultanddataareobtainedforthis

studywerefrom ilorinsouthlocalgovernmentwhichincludestheir1999

annual reports bulleting that ranged from 2004-2005 publication

newsletterandjournals.

Outof(70)questionnairedistributedtothestaffandworkersof

ilorinsouthlocalgovernmentonlyfifty(50)copieswerereceivedback

from 17th – 18th May 2002 representing 71% of the distributed
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questionnaireand63%ofthetotalstaffstrengthofthelocalgovernment.

SECTIONA

The socio-economic background ofthe respondents the major

aspectoftherespondentsocio-economicvariablethatweremeasured

include: sex, educational qualification, income status and work

experiences.

Thefirstsocio-economicvariableoftherespondentwhichistheir

sexisdistributedasshownintablebelow.

Table:Distributionofrespondentbysex

Sex Frequency Percentage%

Male 29 58%

Female 21 42%

Total 50 100%

Source:Researchersfieldsurvey,2025

From the table above,itcould be seen thatmajority ofthe

respondentswhichrepresent58%ofthetotalquestionnaireadministered

i.e.29malewhileonly21respondentsof42%arefemalethisrevealthat

majorityoftheworkerinilorinsouthlocalgovernmentaremalethiscould

becauseofthenatureoftheworkandhowandwhenthelocalgovernment

wascreated.Thebulkoffemaleworkersinthelocalgovernmentareinthe
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administrativesectionthemalerespondentwhospreadallovertheother

departmentworksmostlyinpersonalandrevenuecollectiondepartment.

Table2:DistributionofRespondentbyAge

Age frequency Percentage%

Under20years 0 0%

21–30years 11 22%

31–40years 24 48%

41–50years 12 24%

50andabove 3 6%

Total 50 100%

Source:Researchersfieldsurvey2025

Theabovetableshowsthat(0)zerorespondentsareunder20years

ofage,majorityoftherespondentwhoconstitute24(48%)arebetween

theageof31-40years;thesecondlargesproportionwhichconstitute12

(24%)arebetween41-50yearscloselyfollowedby11(22%)ofrespondent

between21-30yearsand3(6%)ofrespondentbetween51andabovethe

leastseen0(0%)ofrespondentunder20yearofage.

This,thusshowsthatthemajorityofworkersinIlorinsouthlocal

governmentfallswithinagegroup31–40years,whichrespondent48%of

theentirestaffpopulationofthelocalgovernmentindicatingthatthelocal

governmentconcentrateonemploymentofyoungandable-bodiesworker

thatcaneasilyadapttothetrainingprogrammesandcoursethatcan

serveasaninstrumentforefficiencywithintheorganization.

4.4ANALYSISOFDATA
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Analysisofdataisvitalaspectinresearchwork,itdesignedto

provideananalysisoftheresearchwork(fieldsurvey)thiswillhelptogive

clearandconciseinformationaboutthedata.

Thefindingisderivedfrom thesummarizationofthequestionnaire

and willbe analyzed using percentage (%) a brief explanation of

characteristicofrespondentswouldfolloweachresponsesummarytable

andwouldshow respondentsbylevelandqualifiedresponsestoeach

questions.

FREQUENCYDISTRIBUTIONOFRESPONDENTBYWORKERS
SEX FREQUENCY PERCENTAGE%

Male 35 68.6

Female 16 31.4

Total 50 100%

Source:Researcher’sfieldsurvey,2025

From theabovetable,1,35 oftherespondentswhich represent

68.6% aremalewhile16represent31.4% arefemalefrom theabovea

greater percentage (%) of people employed by ilorin south local

governmentaremale.

4.5TESTINGOFHYPOTHESIS

Thissectionisdesignedtodeterminewhethertrainingservesasan

instrumentthatinfluencesemployeeabilitytoperform efficientlyatwork

place.

Inhypothesistesting,wemuststatetheassumedorhypothesized

valueofthepopulationparameterbeforesampling,theassumptiontested

iscalledthenullhypothesisandHosymbolizesit,ifthesampleresultfails

tosupportthenullhypothesis,theconclusionthatsomethingelseistrue,
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whereverthehypothesisisejected,theconclusionthatisitthusaccepted

iscalledthealternativehypothesisanditissymbolizedbyHi.

Ho = Training asan instrumentdo notinfluence employee abilityto

perform optimally.

Hi= Training asan instrumentinfluenceemployeeabilityto perform

optimally.

Table 1:The hypotheticalresults were obtained from responses to

questiondrawnfrom distributiontable54

Variable X F Fx X–X (x–x)2 F(x–x)2

Strangle 5 39 195 0.3 0.09 3.51

Agree 4 36 36 -0.7 0.49 4.41

Strongly

disagree

3 1 3 -1.7 2.89 2.89

Disagreed 2 - 0 -2.7 7.29 0

Indifferent 1 1 1 -3.7 13.69 13.59

Total 50 235 - Variable =24.5

Todeterminemeans=x=∑FX

∑f

X=fx=325=4.7

Ef 50

Henceourmeans(X)=24.5

Standardvariationiscomputedthus:

Ef(x-x)2=

Ef

WhereEf=50
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S.V=24.5 =0.49

50

AnalysisusingTtest

T.Testiscomputedusingtheformulabelow

T=X–V

Sol1n

Wherex=meanofdistribution

U=+x,alsoknownaspopulationmeans

Sd=Standarddeviation

n=thesamplesize

x=4.7or31

u=x+criticalvaluexstandarderror

Wherecriticalvalue=degreeoffreedom =n.1valueobtainedfrom

criticalvalueunderlevelofsignificanceof(5%).

N–1=50–10=49.

Criticalvalueisthen=1.68

Standarderror=sd

Wheresd=standarddeviation=0.7

0.7 = 0.7 =0.099

50 7.07

Standarderror=0.099

Thusu=4.7+1.68(0.099)

=4.7+0.166

=+4.87

Or U=4.7–1.68(0.099)

=4.7–0.166
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=+4.53

t =x–u

sd–n

=4.7–(+4.87)=4.7–4.87

50 0.099

=0.17 =-1.72

0.099

Ort=4.7–(+4.53)=4.7–4.53

0.099

=0.17 =1.72

0.099

4.6SUMMARYOFTHECHAPTER

Theprimaryobjectiveofthischapteristhedesiretohavegreat

insightintousingdatapresentationanalysisandinterpretationfinding

testingofhypothesistodeterminedwhethertrainingofemployeecan

serveasinstrumentforattainingefficiencytowardsimprovedproductivity

inilorinsouthlocalgovernment.

Thisiscontaininthischapterfour(4)datawasanalyzedbasedon

thepresentedtableandhypothesisformulatedandtheinterpretationof

resultwasconductedforvariability.

TheT–Testandnormaldistributionwasneededintheanalysis.

Finally,the research findings were discussed from the resultofthe

analysisanditwasincludedthatthereisapositiverelationshipbetween

trainingandefficiencyofemployeeproductivitiesatworkplace.
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CHAPTERFIVE

5.0SUMMARY,RECOMMENDATIONANDCONCLUSION

5.1SUMMARYOFFINDINGS

Thisresearchworkoffivechaptersisbasedonthetrainingasan

instrumentforefficiencyinpublicsectororganizationacasestudyofilorin

SouthlocalGovernmentAreaofKwaraState.

Itexplainedtheconceptualmeaningoftraining,theneedfortraining

programmeinanorganizationtheprocedureoftraininginIlorinsouthlocal

government,italsoexplainthetypesandimportanceoftraining,howthe

trainingserveaninstrumentforefficiencyinorganization.

5.2RECOMMENDATIONS

Theaimsandobjectivesofeveryemployeebeifgovernmentor

privatebodyistoachieveefficiencyinhisorherorganizationeconomically,

thusphilosophyproposedisnewtoimprovethestateoflabourwithinan

organizationandmakethem productiveandefficientthrougheffective

systematicapproachtotraining,sincetherealizationofanorganization

aimsandobjectivesisheavilyonthemanpower,sothereisneedfortheir

developmentthroughtrainingprogrammebyanorganization.

Togetthebestoutofeveryemployeeinanorganizationthereis

needforcontinualandcontinuoustraining.

Therefore,the researcher recommend that ilorin south local

governmentshould embark on the following forthe prospective and

effectiveness.

a.Givingtrainingopportunitiestotheemployeeonacontinuousbasis

b.Trainingobjectivemustbedraftedinsuchawaythatitrelatetothe

organizationobjective.



39

c.Trainingprogrammesmustbetrainedtothespecificofficeinwhichthey

aretobesued.

d.Thelocalgovernmentshouldallowtheemployeetotakecoursesthatis

relevanttothedevelopmentofthelocalgovernmentandthesocietyof

large.

e.Also,themanagementshouldnotwasteresourcesintrainingstaffinthe

fieldthatarenotrelevanttotheneedofanorganizationorwheretheylack

equipmentnecessaryforfunctionoftheemployees.

f.Moreso,candidatethataretobechosenfortrainingshouldnotbased

onfamiliarize,nepotism andfavourism butoncompetencyhardworkand

dedicationatwork.

g.Thereshouldbeasystematiccheckingtowardoverconcentrationof

staffonaparticularfield.

h.Ilorinsouthlocalgovernmentshouldembarkonevaluationorresultasa

partofthetrainingitself.

i.Ilorinsouthlocalgovernmentshouldenableemployeestopursuetraining

anddevelopmentinadirectionthatthechoseandareinterestedin,not

justin,notjustinorganizationassigneddirection.

j.Lastly,ilorinsouthlocalgovernmentshouldsupportlearninggeneraland

notjustinsupportofknowledgeneededfortheemployee’scurrentornext

anticipatedjob.

5.3CONCLUSION

Foreveryemployeetopreferefficientlyespeciallysupervisorsand

managersthereisneedforconstanttraininganddevelopmenttheright

employeetraining,developmentandeducationprovidesbigpayoffsfor

theemployerincreaseproductivity,knowledge,loyaltyandcontributionto
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generalgrowthoftheorganization.

Thecapabilityofthepersonneldeterminesthatoftheorganization

inachieving itsstated goalstherefore,training ofanemployeeinan

organizationshouldnotoveremphasized.

Inmostcaseexternaltrainingsforinstanceprovideparticipantwith

theavenuetomeetnewsetofpeopleinthesamefieldandnetwork.

Themeetingwillgivethem thechancetocompareissueandfind

outwhatisobtainable in each othersenvironment,thisforsure will

introducepositivechancewherenecessary;therefore,ilorinsouthlocal

governmentareaofKwarastateisdeveloping itsemployeesthrough

effectivetrainingthatisdesignedforthem soastobeusedforthe

organization as wellas individualemployee thatis the onlywayits

objectivescouldbeaccomplished.

Thisresearchworkalsorevealthesecretbehindtraining,theneed

fortraining programme in an organization forprocedure oftraining

programmeinilorinsouthlocalgovernmentareaofKwarastate.Italso

examinetheimportanceandtypeoftraininghow trainingserveasan

instrumentforattainingefficiencyinanorganizationilorinsouthlocal

governmentfacesomeproblem interimstraineesandendmanymore.
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