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CHAPTER ONE

1.1 BACKGROUND OF THE STUDY


In any organisation today, the man aim and objective is to achieve it's goals.  This can only be done through proper training and development of an employee within such an organisation. Hence the major ways through which an organisation can enable its personnel to bring out its desire skill as well as ability is through proper training and development.


In Nigeria today, most organisation especially in the public sector have their own training and development centers which organizes programmes for improving the skills and knowledge if their employees. Training and development programmes are nit carried out within an organisation only but can also be done externally organisation organise training and development programmes for their employees within and outside the country in order to improve their effectiveness and efficiency in the productive process.


The training and development of staff in the public sector is focused essentially on the officer's cadre. Unlike the private sector there are no discernible systematic training programmes for clerks and other lower grades of workers.


Training and development is essential in any organization in other to increase the skill and abilities of workers especially in the area of productivity, therefore training and development of employees must be given high priority by firm.

1.2 STATEMENT OF THE PROBLEM 

Despite all the efforts of Kwara State Governmen and Moro local Government to train, develop and improve the perfomance of its workers, the Moro Local Government still suffers from lack of expert, poor salary, irregular training among others.

1.3 OBJECTIVES OF THE STUDY.

i.
To trace the history of Moro Local Government area of Kwara State

ii.
To examine the impact of training and development on workers’ perfromance in Moro Local Government

iii.
To identify challenges facing training and  development of workers in Moro Local Government area of Kwara State.

1.4 RESEARCH QUESTIONS

i.
How can the management assist in improving their performance, hence increasing productivity?.

ii.
What the relationship between training, promotion and development?

iii.
How can training and development of an employee load to better productivity?.

iv.
How can training and development lead to improvement of organizational productivity?

v.
What will be the effect of training and development on the employee's quality of works?.

1.5
SIGNIFICANCE OF THE STUDY

This project is relevant to the public sector and other organizations concerned. A comprehensive study of the organization being used as the case study i.e Ilorin Moro Government Area in this project will no doubt be beneficial to other Local Government Areas operating in the present Nigerian government. The significance of this study aims at the following.

i. How training and development can improve the credit position of an organization.

ii. How training and development will enable the organization to get maximum proficiency in the employee's input.

iii. How training and development will develop the career of employee in their chosen field.

iv.  How training and development will be useful in its future decision making on training matters.

v. It also aims at showing how it will contribute to the knowledge of organizational development.

1.6 SCOPE OF THE STUDY
For better understanding, this research work would have been extended to other public organizations, but as a result of certain constraints such as time and finance, the research is narrowed down to Ilorin MORO Government Area in Kwara State. It is one of the sixteen (16) Local Government areas of the state. The findings of this research work is limited to only the data made available to the researcher.

1.7
ORGANIZATION OF THE STUDY

Research work is divided into five chapters one was developed for the introduction of study. It also highlights the aims and objectives, the problems of the study methodology use in the study. 

Chapter two focus attentions on the Literature review. 

Chapter three contains historical background of the challenging of public administration towards the public service. 

Chapter is the analysis of revenue. 

Chapter five summaries, conclusion and recommendation
1.8 DEFINITION OF TERMS

TRAINING: This is the process of teaching a person (an employee) a particular skill or type of behaviour. It involves teaching operational or techniques to an employee on how to do the jobs they were hired for.

Training is also concerned with increasing in skill and knowledge in carrying out a particular job.

DEVELOPMENT: This is the process of assisting employees in attainment of the level of performance and quality of personnel to meet their needs and that of the organization.

PRODUCTIVITY: It is simply a measure of the efficiency of a person, machines, factory system etc in converting inputs into useful outputs.

PUBLIC SECTOR: Public Sector refers to government owned organization or institute that sees to the affairs of the citizens occupying that particular area. In simple terms public sector means the general public.

SKILL: it simply means ability to do something well. Skill is an ability and capacity acquired through deliberate, systematic and sustained effort to smoothly and adaptively carryout complex activities or job functions involving ideas.

EMPLOYEE: An employee is a person who is hired to provide services to a company on a regular basis in exchange for compensation who does not provide those services as part of an independent business. They also the people employed in an organisation to achieve their goals and objectives.

CHAPTER TWO

LITERATURE REVIEW

2.1
INTRODUCTION 
The term training according to Oxford dictionary is the process of bringing a person to a desired state or standard of efficiency by instruction and practice. With this definition, training provides employee with knowledge, skill and attitude which helps him/her to perform their duties more effectively and efficiently

2.2
THEORETICAL FRAMEWOR


French (1964) in his book "personnel management process" believes that training and development if properly done and supervised, employee would be more productive.

While in 1970, he discussed in detail why an organisation establishes training and development programme. He noted particularly that, lack of skills in the labour market, inability to meet or cope with job specification have made the management to witness ineffectiveness of both the organisation and its employee. Declining production standard, increase in number of accidents in the factory and excessive number of neglects necessitated the utilization of training and development programmes.

In his own justification of having training and development programmes in an organization, Dugan Laid (1978) in his book "approach to training and development" noted that organisations get more output because employees perform their task more properly after been trained as a result of the new skill and technology they have acquired. This he defined training as an experience, a discipline or regime which makes people to acquire new skills. He also noted that training and development is relevant to solve performance problems in order to achieve organizational goals.

Similarly in Classier (1990), training is referred to as the process by which people acquire knowledge and skill required to fill the gap. He also noted that training is to enhance employee's performances and skills.

According to Jacob Mince Freaser, he defined Training as investment in acquisition of skill or improvement of workers productivity. He said it can also be termed as learning from experience.

However, Mosel (1976) suggested that new employees must be introduced to the management process which would incorporate orientation and possible formal training course.

He believe in the use of specialist in designing and conducting training programmes so as to update employees skills. Also he believes that three things enhances the performance of employees. These are: skill, knowledge and attitude.

Ubeku (1975) in his book "improving management performance" referred training and development as a continous process of making employees acquire adequate skills in order to carry out their duties with confidence.

Consequently an employee should be helped to grow up to responsibility and this can only be done through training and development.

It should also be noted that there are various centers and designed programmes aimed at training and developing manpower in Nigeria. In respect to this, the centre for management development was established in 1972 in Nigeria and Nigeria council for management education and training was also established in 1978.

Other institutions connected with manpower training: The industrial training fund (ITF), training service and technology Development agency (TSTDA). They were established to provide manpower training with the objectives of promoting and encouraging the acquisition of skills.

Essentially, it is important to make a clear distinction between training and development programme. Although the two aims at behavioural change towards the organization and enhancing performance, the administration of two differs. Training is devised for cadre while development is mainly for top level management.

Training programmes are directed towards maintaining and improving current job performance while development programmes seek to develop their skills for future jobs.

Ayia (1975) pointed out why training is concerned. With impacting of specific skill for specific purpose. Development to an individual is to attain a higher level in performance of their duties.

In addition, Mitchel Novet (1979) identifies development as a process of modifying behaviours, development emphasize on general skills. It is therefore concerned with all learning experience given to workers.

2.3 CURRENT TREND IN THINKING


Krontz O Donnel and Wcilrich (1980) in their book "Management to the Future" said that training and development of managers is to help them  cope with new demand, new problem and new challenges. They are of the opinion that executives have the responsibility to provide training and development opportunities for their employees. So that they can become more skilled in a particular job or have a wider knowledge of techniques likely to be required in the further.

Furthermore, according to Pigors and Myer (1981), they said no organization can choose whether or not to train employees. All new employees regardless of their pervious training, education and experience need to introduced to their new employee's work enrolment and must be shown how to perform specific tasks.

In addition, occasion for retraining employees arise when employees are transferred, promoted or when job and their new skill must work together.

Management development differs from training in the sense that it is broadly based on catering for unforeseen circumstances which may arise in the future.

Management development is any plan guided or directed activities undertaken by managers to help him prepare for heavier responsibilities to come. While training refers to skills routine act and determined which management carry out immediately.

H. Bottomley (1983) said the main aim of training is to equip individuals with necessary skill to enable them find employment, to gain promotion and to have expectation of redeployment. In his book "Outlook on Training" said training aims at helping to avoid persistent and economic damaging shortages of skills. The manpower service commission emphasize that the aim has remained central to national training policy.

Ogunlana (1985) stated that training is usually proceeded by training need analysis. Thus one needs to examine the job and describe the job before analyzing the training requirement. He went further to state that one will need to assess individual's performance as to know the employee's knowledge as reflected in his or her performance.

Dr Lyzobia (1986) urged management to indicate the employees objectives in the organization and work out modalities on how these objectives can be achieved by providing training and development facilities.

This would enable the employee to acquire the necessary skill for effective performance of the job and create a work environment that encourages workers commitment to the organization. The duty is on the management or  training and development to identify the training needs of individual employee and management.

PURPOSE OF TRAINING AND DEVELOPMENT IN THE PUBLIC SECTOR


Bottomley (1985) said that in order for an organisation to justify its policies and procedures, training and development programmes must be put in place.

Johnson (1980) listed the purpose for training and development in the public sector. The purpose is as follows;

I. To increase productivity.

II. To improve the quality of work

III. To develop skill, knowledge and attitude.

IV. To reduce waste, accident and absenteeism.

V. To bring staff to required job performance which increases productivity.

METHODS OF TRAINING AND DEVELOPMENT


According to a lecture on Analysis of man power development programmes by R.A. BAMBO and KAYODE OYEBANJI (1999) ADEOLU OLUSEYE (1987) said, the type of training required in an organization depends very much on certain factors which are peculiar to them such as employee skill and skill required by such job, also qualification of candidate applying for the job and the kind of operating problem encountered by the organization. 


Ubeku (1975) categorized the method of staff training as follows:

1. ORIENTATION: The introduces the new employee to the organization and its made of operation as a whole. The new employees are highly motivated to do their job in a friendly atmosphere. Orientation is the introduction of new employs to their working environment.  

2. CLASSROOM TRAINING: this may be in form of vocational training or course which takes place in a classroom. It is more effective when it is geared towards the specific needs of the organization. It is very useful in providing training for the less privileged employees and also to supplement on the job training.

3. APPRENTICESHIP TRAINING: This approach is common among craftsmen in an organization or Industry. This type of Training is for specified period which both the trainee and the apprentice agrees upon.

4. ON THE JOB TRAINING: This type of training is done when a specific job is given to an employee to do. As the employee do the job, he know and learns more about the Job.

5. VESTIBLE TRAINING: this kind of programme may last for a few weeks or months. It emphasizes on training itself rather than production, the duration depends largely upon the complexity of the task.

6. OFf THE JOB TRAINING: This type of training is done when an employee is taken away from his working place to another location outside the organisation to learn a new skill.

7. SUPERVISORY TRAINING: This method is used to develop-employees for the purpose of effective guiding, directing and assisting their junior workers in the performance of their duties.

8. MANAGEMENT TRAINING: This is the approach used to develop employee's managerial skills. Since they perform their duties others, their role is very vital to their Organisation.

9. JOB ROTATION: This method involves training from one job to another within an organization. Trainees are move from one to another within short period.

The organisation's philosophy on staff training and development is cantered on achieving the following:

1. Improving supervision and administration,

2. Making team work more effective.

3. Reducing frustration and grievances.

4. Improving labour turn over.

EVALUATION OF THE STAFF TRAINING AND DEVELOPMENT IN ILORIN MORO GOVERNMENT AREA


Major policies and practice of personnel management in the local government is in accordance with the civil service rule of the federal government of Nigeria.

The local government was created in October 1991 and was structured according to the different cadres in local government administration. It was also noted that Ilorin MORO Government Area recognises the need for training and manpower development for better administration of an organization, therefore all new employees into the local government are subject to training for a period of three (3) months. 

Knowing the effect of training and development on employees, the local government in the 2015 general elections gave a special training to all electoral officers in the local government area. In the course of this research work, it was made known to me that staff in Ilorin Moro Government Area are being sent on course in and outside Nigeria for them to acquire more skills and knowledge which, will make them effective and efficient in carrying out duties.

OBJECTIVES AND FUNCTIONS OF ILRIN MORO GOVERNMENT AREA


Ilorin East Government Area perform the functions of Local Government as contained in the local government Act 1989.

1. To maintain peace, order and good governance.

2. Planning and monitoring.

3. Service delivery

4. Law making and enforcement

5. Policy development

6. Representation

7. Advocacy.


The objective of Moro government Area is to create a better living standard for the people living in the area. This can be done through proper allocation of grants and revenue given to them by the federal and state government. The objectives of the local government also is to make sure that all the inhabitants of the area obey the laws being given to them. 

2.4
SUMMARY OF THE CHAPTER 

From the explanation highlighted above in chapter, it is pertinent to know that training and development has it challenges which are prime factor in the course for efficiency in the public service. Public administration can hardly be over emphasize in any public sector or social setting because of the great importance that is attached to it.

Tackling challenges of public administration is essential for internal functioning and effectiveness of any public service and the primary purpose is to advice coordinate action just likes the central nervous system which responses to similar and coronation responses by sending message to the pail of the body.

Source of the key point to note in this chapter about public service are performance public administration help to select, develop and apprise staff of the public service. Public administration helps to head, direct and also motivate workers or subordinate who wan% to contribute to the public sectors efficiency.
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CHAPTER THREE

3.0
METHODOLOGY

3.1
INTRODUCTION
Descriptive approach and survey research was adopted for this is because Akindayo (1990) in his study emphasized that descriptive and survey method enable the researcher to obtain opinion of the largest population. 

3.2 SAMPLE AND POPULATION OF THE STUDY 

The sample consist of eighty nine (89) staff from three department such as chairman officer, finance department and administration department of Nigeria airport authority (NAA) and it includes staff from different department, grades level education background etc. 

3.3
SOURCES OF DATA 

This study employed both primary and secondary source of data. The primary sources include information obtain through personal interview, observation and distribution of questionnaire and personal interview will allow the respondent to give good response. The secondary source includes textbooks, lecture.

3.4
METHOD OF DATA ANALYSIS

Analy
sis of the relevant data collected during the course of this study approach of simple percentage course chi-square text for question items asked in the questionnaire. 

The chi-square is the measure of discrepancy existing between observed and the expected frequencies supplied by statement. It is a great denoted by X2? 

Where x2’iest statement 

Oi
= 
observed frequency 

Ei
=
expected frequency 

E
= 
summation high 

The data were subjected to statistical test to if the data obtain would lead to an acceptance or rejection. Observe frequencies are those gathered directly from the questionnaire while expected through the following formula 

Ei (row total) (column total) 

3.5
RESEARCH PROBLEM 

The research faced a lot of problems during the course of the study among the problem encountered are highlighted below. Lack of cooperation of information attitude by the staff Nigeria airport authority (NAA) in the course of collecting information required was witnessed they did not want to give information. 

The second problem is financial constraint that is traveling to and from place to place where question were administrated scarcity of textbook, journal, magazines and manuscript which the research could consent for more reasonable informal on and getting the view of different authors. 
Also time constraints this research work required a lot of time before completion and submission of the project work is too short and during this period available are again I still engaged in some other academic work that are very compulsory and necessary like attaining lectures, writing test and examination. 

And finally scarcity of data and scanty data the problem of inaccurate data was also encountered during the course of this research work, those are been taken care by the research so as to avoid inaccurate data.

CHAPTER FOUR

4.0
DATA PRESENTATION AND ANALYSIS

4.1
INTRODUCTION

This project is divided basically into (2) sections. The first section deals with analysis of the bio-data of the respondents i.e it has to do with the personnel information of the respondents. While the second section deals with the general information of the respondent concerning the organization's view about training and development.

A total of fifty (50) questionnaires were distributed among the staff of Moro Local Government but only forty (40) responded. Their responses were used in analyzing the study.

Finally, based on the respondents percentage, conclusions were drawn from each table and it was also used as a basis of recommendation on the study.

4.2 BRIEF HISTORY OF THE CASE STUDY

Moro is a Local Government Area in Kwara State, Nigeria. It has an area of 3,272 km² and a population of 108,792 at the 2006 census.

Moro local government area is domiciled in Kwara state, Nrth-central geopolitical zone of Nigeria and has its headquarters in the town of Bode Sa’adu. Towns and villages that make up Moro LGA include Lanwa, Ejidongari, Olooru, Ipaye, Molete, Aaro, Ige, and Odun-Ade. The current estimated population of Moro LGA is put at 213,448 inhabitants with the majority of the area’s dwellers being members of the Igbomina sub-group of the Yoruba ethnic affiliation. The Igbomina dialect of the Yoruba language is commonly spoken in the LGA while the religions of Islam and Christianity are practiced in the area. Moro local government area is part of the Ilorin Emirate and also a part of the Kwara North senatorial district.

GEOGRAPHY OF MORO

Moro LGA covers a total area of 3,272 square kilometres and has an average temperature of 29 degrees centigrade. The LGA experiences two major seasons which are the dry and the rainy seasons. The average wind speed in Moro LGA is put at 11 km/h.

ECONOMY OF MORO

Farming is an important economic activity in Moro LGA with the area known for the cultivation of a number of crops such as cassava and a variety of fruits. Moro LGA is also a hub for the rearing and sales of a number of domestic animals such as cows and sheep. Trade also flourishes in Moro LGA with the area hosting several markets where a variety of commodities are bought and sold.

4.3
PRESENTATION OF DATA

TABLE  4.2(1) RESPONSE ON THE POSITION IN THE ORGANISATION..

	POSITION
	NO OF RESPONDENT
	PERCENTAGE (%)

	Messenger
	4
	10

	Senior staff
	1
	2.5

	Supervisor
	5
	12.5

	Junior staff
	30
	75

	TOTAL
	40
	100


Source: Researcher’s Field Survey, 2024

From the above table, it can be seen that majority of the respondents fall in the position of junior staff 75%, followed by supervisors 12.5%, the messenger 10% and the senior staff 2.5%

	SEX


	 NO OF RESPONDENT
	 PERCENTAGE

	Male
	36
	92.5

	Female
	4
	7.5

	TOTAL
	40
	100


Source: Researcher’s Field Survey, 2024

From the above table, the male respondents were thirty-six (36) in number which constitute 92.5% while the female respondents were four (4) in number which constitute 7.5%

Table 4.2 (3) RESPONSE ON THE AGE DISTRIBUTION OF RESPONDENTS.

	AGE 
	 NO OF RESPONDENT
	 PERCENTAGE

	Below 25
	-
	-

	26-35
	8
	20

	36-45
	26
	65

	46-55
	6
	15

	56 And Above
	-
	-

	TOTAL 
	40
	100


Source: Researcher’s Field Survey, 2024

From the above data, it can be seen that majority of the respondents fall within the age group of 36-45 years with constitute 65% followed by ages 26-35 which represent 20%, then ages 45-55 which represent 15%. None of the respondents full within 55-above and also below 25years. 

	QUALIFICATION
	 NO OF RESPONDENT
	 PERCENTAGE

	School cert
	-
	-

	O.N.D
	5
	12.5

	H.N.D/B.SE/PGD/M
	15
	37.5

	Personal certificate
	20
	50

	TOTAL
	40
	100


From the above letter table, it can be seen that out of respondents 20 have professional certificate HND/BSE/M/ PGD 37.5%, OND 12.5% while there was no respondent with school certificate.

4.4
ANALYSIS OF DATA

QUESTIONNAIRE RESEARCH QUESTION ONE

Does your organization have a training college?

	RESPONSE
	 NO OF RESPONDENT
	 PERCENTAGE

	YES
	40
	100

	NO
	-
	-

	TOTAL
	40
	100


Source: Researcher’s Field Survey, 2024

From the above table it can be seen that all the respondents are aware that their organization has a training college.
RESEARCH QUESTION TWO

Have you attended any training programme organized by Moro Government?

	RESPONSE
	 NO OF RESPONDENT
	 PERCENTAGE

	YES
	38
	95

	NO
	2
	5

	TOTAL
	40
	100


Source: Researcher’s Field Survey, 2024

From the data presented in the above table, 38 respondents agreed that they have training programme organized by Moro Local Government which constitute 95% while 2 respondents which constitute 5p% disagreed.
 

RESEARCH QUESTION THREE

Have you attended another course outside the one organized by Ilorin MORO Government?

	RESPONSE
	 NO OF RESPONDENT
	 PERCENTAGE

	YES
	27
	67.5

	NO
	13
	32.5

	TOTAL
	40
	100


Source: Researcher’s Field Survey, 2024

27 respondents in the above table which represent 67.5% have attended a course outside the one organized by Ilorin MORO Government while 13 respondents which represents 32.5% have not. This goes a long way to show that the organization is concerned with training of employees.

RESEARCH QUESTION FOUR

Have you been promoted since you attended this course

	RESPONSE
	 NO OF RESPONDENT
	 PERCENTAGE

	YES
	38
	95

	NO
	2
	5

	TOTAL
	40
	100


Source: Researcher’s Field Survey, 2024

From the above table, we can see that 38 people which forms 95% have been promoted as a result of training they attended while 2 of the respondents which form 5% have not been promoted.

RESEARCH QUESTION FIVE

Do you think the promotion is as a result of training?

	RESPONSE
	 NO OF RESPONDENT
	 PERCENTAGE

	YES
	36
	90

	NO
	4
	10

	TOTAL
	40
	100


Source: Researcher’s Field Survey, 2024

The above table shows that 36 respondents which form 90% agreed that promotion was as a result of training while 4 respondents which forms 10% disagreed.

RESEARCH QUESTION SIX

	RESPONSE
	 NO OF RESPONDENT
	 PERCENTAGE

	YES
	36
	90

	NO
	4
	10

	TOTAL
	40
	100


Source: Researcher’s Field Survey, 2024

Do you think these courses are relevant to your situation?

As seen in the above table, 34 respondents which forms 85% agreed that the courses were relevant to their job situation while 6 respondents which form 15% disagreed.

RESEARCH QUESTION SEVEN

Do you think that training and development of staff in the public sector enhance productivity?

	RESPONSE
	 NO OF RESPONDENT
	 PERCENTAGE

	YES
	27
	67.5

	NO
	13
	32.5

	TOTAL
	40
	100


Source: Researcher’s Field Survey, 2024

From the above table, 27 respondents which forms. 67.5% agreed that training and development of staff in the public sector enhances productivity, while 13 respondents which forms 32.5% disagreed.

RESEARCH QUESTION EIGHT

Is productivity of employee low before training?

	RESPONSE
	 NO OF RESPONDENT
	 PERCENTAGE

	YES
	28
	70

	NO
	12
	30

	TOTAL
	40
	100


Source: Researcher’s Field Survey, 2024

Form the table, it is clearly seen that productivity of employee before training is low, it can be seen that 28 respondents which represent 70% agreed, while 12 respondents which represents 30% disagreed.
RESEARCH QUESTION NINE

What role does Ilorin East play in training and development of an employee?

	RESPONSE
	 NO OF RESPONDENT
	 PERCENTAGE

	Fair participation
	5
	12.5

	Average participation
	10
	25

	Active participation
	25
	62.5

	TOTAL
	40
	100


Source: Researcher’s Field Survey, 2024

As it can be seen from the above table, 62.5%  of the respondents agreed that Moro Local Government has actively participated in staff training and development, follow by 25% who agreed on average participation and 12.5% agreed on fair participation.
RESEARCH QUESTION TEN

What is the actual performance of the employee before and after training?

	RESPONSE
	 NO OF RESPONDENT
	 PERCENTAGE

	Fair participation
	10
	25

	Average participation
	3
	7.5

	Active participation
	27
	67.5

	TOTAL
	40
	100


Source: Researcher’s Field Survey, 2024

From the above table, it can be seen that 10 respondents representing 25% agreed on a active performance before training, while 3 respondents which forms 7.5% agreed on fair performance and 27 respondents which forms 67.5% agreed on average performance before training. 

	RESPONSE
	 NO OF RESPONDENT
	 PERCENTAGE

	Fair participation
	15
	37.5

	Average participation
	12
	30

	Active participation
	13
	32.5

	TOTAL
	40
	100


Source: Researcher’s Field Survey, 2024

As it can be seen from the above table, after training 37.5% of the respondents agreed on active performance, while 30% agreed on fair performance and 32.5% agreed on average performance.

RESEARCH QUESTION ELEVEN

Have you acquired any additional qualification since you joined the Organization?

	RESPONE
	 NO OF RESPONDENT
	 PERCENTAGE

	YES
	27
	67.5

	NO
	13
	32.5

	TOTAL
	40
	100


Source: Researcher’s Field Survey, 2024

       As it can be seen from the table 27 respondents representing 67.5% has acquired additional qualification while the remaining is respondents which forms 32.5% are yet to acquire additional qualification since they joined the organization.

4.5
DISCUSSION OF FINDINGS

This research examined the effect of training and development on employees’ performance, motivation, retention and morale, a case of Moro Local Government. The research had the objectives to find out how training and development of employees contribute to the achievement of the goals of the Polytechnic. Again it found out whether there were organizational issues that constrain training and development in the Polytechnic. Furthermore it investigated how training and development needs of employees were determined.

It was observed that training and development contributed to achieving effectiveness and efficiency of the local government’s goals. Additionally this same percentage mentioned that training and development has traditionally been used to ensure that, the right person is in the right job at the right time. Again the total respondents representing 100% said that there were organizational issues constraining training and development at Moro.

Furthermore, 60% of the sampled employees admitted that, impact of training on their work performance was excellent. They indicated also that, training content was relevant to achieving their personal needs, goals and self development. Below are the summary of findings itemized:


The research carried out shows that employees admitted that impact of training on their work performance was excellent.

The study also revealed the training content was relevant to achieving their personal needs, goals and self development.

The findings also indicated that training and development contributed to achieving effectiveness and efficiency of Moro goals.

4.6
SUMMARY OF THE CHAPTER
With reference to table 4.2 (1) it shows that majority of the respondents are junior staff while table 4.2 (2) shows that majority of the respondents are male. In table 4.2 (3) majority of the respondents fall within the age range of 36-45years. Also table 4.2 (4) shows that majority of the respondents have professional certificate.

All the respondents agreed that their organization own a training college while majority of the respondents agreed that they have attended a training programme organized by Moro Local Government. Also, more than half of the respondents agreed that they have attended another course outside the one organized by Moro Local government.

The research work also made us to know that more than half of the respondents were promoted after attending a training course. They also agreed that their promotion was due to the course they attended.

Most of the respondents agreed that the course they attended was relevant to their job situation.

Also, majority of the respondent agreed that training and development of staff enhances productivity.

It was also agreed upon by majority of the respondents that productivity of employees were low before they were trained. Also, majority of the respondents agreed that Moro Local government have and active participation in training and development of staff.

Majority of the respondents agreed that employees perform averagely before training while they perform actively after they have been trained.

More than half of the respondents agreed that they have acquired additional qualification since they joined the organisation.
CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1
SUMMARY OF FINDINGS

With reference to table 4.2 (1) it shows that majority of the respondents are junior staff while table 4.2 (2) shows that majority of the respondents are male. In table 4.2 (3) majority of the respondents fall within the age range of 36-45years. Also table 4.2 (4) shows that majority of the respondents ave professional certificate.

All the respondents agreed that their organization own a training college while majority of the respondents agreed that they have attended a training programme organized by Moro Local Government. Also, more than half of the respondents agreed that they have attended another course outside the one organized by Moro Local government.

The research work also made us to know that more than half of the respondents were promoted after attending a training course. They also agreed that their promotion was due to the course they attended.

Most of the respondents agreed that the course they attended was relevant to their job situation.

Also, majority of the respondent agreed that training and development of staff enhances productivity.

It was also agreed upon by majority of the respondents that productivity of employees were low before they were trained. Also, majority of the respondents agreed that Moro Local government have and active participation in training and development of staff.

Majority of the respondents agreed that employees perform averagely before training while they perform actively after they have been trained.

More than half of the respondents agreed that they have acquired additional qualification since they joined the organisation.

5.2 
CONCLUSION

Based on the research carried out, the productivity of an organization especially in the public sector is based on how well the organization view training and development of their staff.

Conclusion can also be drawn from the fact that promotion most at times comes as a result of training course attended by employees as it was made known by the respondents. It can also be concluded that training and development boost the participation of employees in their organization.

As regard the courses trained upon, it was made known that the training programmes were in line with the job situation and was relevant to the organization.

5.3 
RECOMMENDATIONS

Based on the above conclusion, recommendations are made to Moro Local Government to further improve their training and development programmes in their organization.

Training and development programme can be enhanced through:

1. Facilitating implementation process of training and development in the organization, the supervisor must development in the organization. The supervisor must examine, create room and ensure that trained personnel are well exposed to the situation of the organization.

2. Making Use of other management institution such as Nigeria Institution of management and administration staff college.

3. Making training college more realistic in structure, practicalized in outlook and integrated with career development.
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QUESTIONNAIRE

SECTION A

1. Position in the organization?

Messanger ( ). Senior staff ( ). Supervisor (  ) junior staff(  )

2. Sex?

Male (   ). Female (   )

3. Age?

Below 25 (  ) 26-35 (  ) 36-45 (   ) 46-55 (   ) 56 And Above (  )

4. Educational background?

    
School cert (   ) O.N.D (  ) H.N.D/B.SE/PGD/M (  ) Personal Certificate ( )

SECTION B

1. Do your organization have a training college? YES (  )  NO (  )

2. Have you attended another course outside the one organized by Ilorin MORO Government? YES (  )  NO (  )

3. Have you attended another course outside the one organized by Ilorin MORO Government? YES (   )  NO (   )

4. Have you been promoted since you attended this course? YES (  )  

NO (   )

5. Do you think the promotion is as a result of training? YES (   ) 

NO (  )

6. Do you think these courses are relevant to your situation? YES (   )       NO (     )

7. Do you think that training and development of staff in the public sector enhance productivity? YES (   )   NO (   ) 

8. Is productivity of employee low before training? YES (   )  NO (   )

9. What role does Ilorin East play in training and development of an employee? Fair participation (   ), Average participation (    ) Active participation (   )

10  What is the actual performance of the employee before and after training? Fair participation (  ), Average participation (   ) Active participation (   ) 

11 Have you acquired any additional qualification since you joined the Organization? YES (   )  NO (   )

- 17 -

