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ABSTRACT 

When selection process is completed, employees need some form of training for 

them to adapt to the organisational methods and systems. Based on such 

realisation, organisations conduct some form of training programmes for their 

workforce. In this study, manpower training needs for local government 

employees was evaluated to ascertain the relative importance of such exercise in 

enhancing Productivity: Adamawa central senatorial zone comprising seven (7) 

local government areas is considered for the research. AHP methodology was 

adopted in prioritizing these needs. The results and findings of the study would 

assist local government service commission in itsplanning concerning staff 

capacity building programmes.  
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Background 

Manpower development is a process of intellectual and emotional achievement 

through providing the means by which people can grow on their jobs. It relates 

to series of activities, which an enterprise would embark upon to improve its 

managerial capacity, However, some experts believe that training 

anddevelopment are two different thing. Jones, George and Hill, (2000) believe 

that training primarily focused on teaching organizational members how to 

perform their current jobs and helping them acquire the knowledge and skills 

they new to be effective performers. Development on the other focused on 

building the knowledge and skills of organizational members so that they will be 

prepared to take on new responsibilities and challenges. In view of Ademolekun 

(1983), staff development involves the training, education and career 
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development of staff members. Manpower development is important in any 

discussion of strategic human resources management.   

It is obvious that emphasis on manpower and development is influenced by the 

belief that it is now desirable to focus more attention on areas which in the past 

has been relatively neglected because every organisation regardless of its size 

must provide for the needs, interest and desire of its employee within the work 

environment if it is to earn loyalty, dedication, involvement and commitment 

necessary to compete effectively. Training and development helps to ensure that 

organisational members possess the knowledge and skills they need to perform 

their jobs effectively, take on new responsibilities, and adapt to changing 

conditions. (Jones, et al, 2000) Clearly, training and re-training are essential 

components of manpower development. Manpower development and training 

play a major, if not decisive, role in promoting economic growth with equity. They 

benefit individuals, organisations, and the economy and society at large; and they 

can make labourmarkets function better. 

 

Statement of the Problem: 

Effective manpower training and development will no doubt produce economic 

and socio- political development in Nigerian states. Unfortunate, most training 

programmes that have been embarked upon at various levels of government in 

Nigeria have not produced the much desired results mainly due to some 

identified problems. Among the major problem identified by Human resource 

experts is lack of proper consideration for manpower training and development 

needs. Many a times, public servants are sent for training without consideration 

for the relevance to present work demand and challenges in the 

workenvironment. The challenge before any organisation is to introduce new 

orientations on training that will evaluate and prioritise manpower training 

needs so as to appropriately and strategically keep pace with challenging time. It 

is the opinion of industry observers that, the poor performance of the 

organization-workers is steamed from their inability to keep abreast with the 

new technological changes as a result of inappropriate and insufficient staff 

training programmes, {t is against this background that the researchers 

considered prioritising manpower training and development needs for Local 

Government staff of Adamawa state as key to the development of the state. This 

will no doubt assist Adamawa State Local Government Service Commission in 

planning its functions/responsibilities especially on staff training 

anddevelopment. 
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Aim & Objectives 

The aim of the Study is to ascertain areas to which priorities should be given 

interms of Manpower Training and Development at the Local 

GovernmentCouncils of Adamawa State. More specifically the objectives of the 

Researchare: 

i. To identify the relevant training programmes available to staff of the 

local government councils 

ii. To conduct a Survey on the different categories of staff training needs 

in the Local Government Councils. 

iii.  To prioritise the identified needs base on their importance to local 

governments councils.  

 

Research Questions 

i. What are the training programmes available to the local government 

personnel? | 

ii. What type of training does the local government personnel require? 

iii. Which of the training type is required most by the local government 

personnel? 

 

Significance of the Study 

The report of the completed research will assist local gomemmnent councils in 

Adamawa state in achieving their mandate by providing them with the needed 

information for planning and organising manpower training. It will also benefit 

other governmental organisations in the state that also have mandate similar to 

that of Adamawa state local government service commission. 

 

Scope of the study  

The study intends to evaluate training and capacity, building programmes in the 

Adamawa central senatorial district of the state covering specifically seven 

(7)local government councils. Namely, Yola North, Yola South, Girie, Song,Gombi, 

Hong and Fufore Local Government Councils respectively.  

 

Literature Review 

Training and Development 

Most often training and development are used interchangeably capturing the two 

as synonymous. It is there for necessary to define each of these. Griffin (1997) 

refers to training as the teaching operational or technical employees how to do 

the job which they were hired for. Training is any learning activity which is 
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directed towards the actualization of specific knowledge and skills for the 

purpose of an occupation or task (Cole, 1993). Stephen & Timothy (2007)content 

that most training is directed at upgrading and improving an employee’s  

technical skills. Technical training has become increasingly important today for 

two reasons according to them: new technology and new structural designs in 

organization.  

Development, according to Griffin (1997) refers to teaching managers and 

professionals the skills needed for both present and future work demand 

According to Todaro (1981), development is a multi-dimensional process 

involving the reorganization and re-orientation of the entire economic and social 

system. In addition to improving income and output, it typically involves radical 

changes in institutional, social and administrative structures as well as 

inparticular attitudes and in many cases even customs and beliefs. 

Adamolekun (1988) refers to development as that aspect which involves the 

training education and career development of staff matters. The purpose of 

training and development, according to him includes, creating a pool of readily 

available and adequate replacements for personnel who may leave or move up in 

the organization in enhancing the company’s ability to adopt and use advances in 

technology because of a sufficiently knowledgeable staff, building a more 

efficient, effective and highly motivated team which enhances the company’s 

competitive position and improve employees morale, and ensuring adequate 

human resources expansion in to new products and project. I is of great utility to 

note that manpower development allows the staff to acquire relevant skillsand 

experience in carrying out their duties at the grassroot (Agunyai 2014). 

Mones et al (2000) focuses on building the knowledge and skills of organizational 

members so that: they can be prepared to take on newresponsibilities and 

current challenges. 

Mollins cited in Okotoni and Erero (2005) identified the following as 

theadvantages of manpower development to organization: 

i. Increase the confidence, motivation and commitment of staff 

ii. Provide recognition, enhanced responsibility, and the possibility of 

increased pay and promotion 

iii. Give feeling of personal satisfaction and achievement, and broaden 

opportunities for career progression. 

iv. Help to promote the availability and quality of staff for organization. 

From the above it is clear to understand that training and development 

is an activity which aims to improve and develop the attitude, behavior 

skills and knowledge of employees in accordance with the wishes of 
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the organization. Thus, training in the broad sense not limited to 

particular skills. Therefore, training and development agenda guide 

and direct the trainees toward knowledge, skills and attitude required 

to meet certainstandards  

 

Training Needs 

Turrel (1980) argued that training needs in an organization arises from 

threesources.  

i. Those caused by change in technology, market legislation and 

manpower composition. 

ii. Those derived from work problem, such as manpower utilization, 

machine utilization, safety and quality and 

iii. Those arising from manpower wastages associated with poor 

recruitment,induction and the like. 

 

Specifically, a condition that makes training necessary in organization includes: 

i. Lack of interest in the Job 

ii. Negative attitude to work. 

iii. Law productivity 

iv. High rate of complains (communication) 

v. High rate of accidents 

vi. New technology 

vii. Introduction of new products, proceeding or ideas  

viii. In subordination 

ix. Absentecism etc. 

 

Objectives of Training and Development 

The following are accepted as the objectives for training and development 

inorganization. 

i. To establish short and long term objective for human resource plan 

toensure continues staffing in the light of quality and quantity.  

ii. To identify and determine positions of authority to avoid succession 

crisis. 

iii. To anticipate redundancy and design strategies and appropriate 

Programmes to address them. 

iv. To monitor the ratio of manpower cost with other cost in the 

organization to achieve operational balance.  
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v. To provide forecast for future expansion and organizational growth 

and development. 

vi. To obtain practical information for designing job analysis towards 

recruitment, selection and placement policies. 

vii. To responds to changes and challenges of technology competitive 

forcesEtc. 

 

Strategies for Training and Capacity Building in Nigerian LocalGovernment 

The revised guide lines for training in federal civil service, a key goal of the staff 

training and man power development policy is to ‘’lend a systematic approach to 

training efforts in the service and by so doing enable government to derive higher 

benefits from the massive investment in man power development’’. This is in 

consonance with the various public service reforms which have sought to use 

training as one of the vehicles for making the civil service professional, 

operationally effective and more result oriented as well as using it as one of the 

criteria for assessing the suitability of officers forpromotion (Okotoni and Eroro, 

2005). The strategies for man powerdevelopment in local government across the 

country take different forms, and itis largely determined by the objectives of the 

councils, the composition of the management staff or the council management, 

the council policy, as well as the environment to mention a few. Indeed, it is a 

common feature to see strategies for manpower development almost similar if 

not the same among all the local government in Adamawa state, adopting 

however, different methods at different times or a combination of techniques at 

the samie time. Some of thestrategies for manpower training and development 

include: 

 

On the Job method Training and development 

This is basically different from the orientation strategy in that while orientationis 

at the point of entry into the organization or a new assignment, on the Jobmethod 

is a process through which knowledge and experience are acquired over aperiod 

of time either formally or informally. This may take any of the followingforms: 

i. Coaching method: (Yalokwu 2000) argued that coaching is a strategy 

of on the Job training and development in which a junior staff is 

attached to a senior staff with the purpose of acquiring knowledge and 

experience needed for the performance of efficient and effective 

service delivery. 

ii. Job Rotation method: this strategy either involves the movement of 

staff from one official assignment or department to the other, inorder 
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for the staff to be acquainted with the different aspects of theprocess 

or job enlargement (Yalokwu, 2000, Lawal, 2006) 

iii. In house Training metkod: Lawal (2006) also contented that in house 

training involves a formal strategy of the job training in which skills 

and knowledge are acquired by staff through internally organized 

seminars and workshops geared toward updating the workers with 

techniques or skills associated with the performance of their jobs. This 

is commonly used in all the local government in Nigeria to update staff 

on new trends of their jobs. 

iv. In service training method: this strategy involves training outside the 

council in higher institution of learning or vocational centers under the 

sponsorship of the organization in this case the local government 

councils (Lawal, 2006) 

v. Committee/work group method: this strategy entails manpower 

development through the involvement of staff in meetings committees 

and work group discussion geared towards injecting inputs in form of 

decision making for solving councils problems. This method is 

indispensable, especially in the aspect of training employees for 

managerial functions. 

vi. Orientation method: under this strategy manpower development 

could be said to be an integral part of the recruitment exercise in that 

once an employee has been found suitable, it is expected that such an 

employee need to be positively oriented in line with the vision and 

aspirations of the organizations for effective discharge of function. 

While the formal orientation focuses on jobspecification and 

occupational demands placed on the employees the informal 

orientation involves the social interaction that take place in the place 

of work which could either boost productivity or be detrimental to it 

vii. Vestibule training method: this is a strategy of manpower 

development through the acquisition of skills in a related working 

environment (Nongo, 2005). Under this method the trainee practice 

his skill with identical equipment that he — or he is expected to use in 

his actual place of work. This method is most suitable for sensitive 

operations where maximal -perfection ds expected. Thismethod is 

usually adopted to ensure perfection in workperformance. 

 

Off-The-Job-Techniques 

These will include among others: 
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i. The case study.  

ii. Incident study  

iii. Role playing  

iv. Business games  

v. Sensitivity training 

vi. Simulation 

vii. Conferences and lectures  

We now give short explanation to the above: 

 

Case Study 

Cases are prepared on the bases of actual business Situations that happened in 

various organizations, ‘Here, the situation is generally described and the trainees 

have distinguish the Significant facts from the insignificant once, analyze the 

facts, identify different alternative solutions, select and suggest the bestsolution. 

 

Role Playing 

A problem situation is simulated by asking the parti¢ipants to assume the role of 

a particular person in the situation, The participant interacts with other assuming 

different role. Roles playing gives the participants various experiences, which are 

of many uses to understand people better. This method teaches humanrelation 

skills through actual practice. 

 

Business Game 

Under this method, the trainees are divided into groups or teams. Each has to 

discuss and arrive at decisions conceming such subjects as producing, pricing, 

research expenditure, advertising etc. assuming itself to be the management ofa 

stimulated firm. The other teams assume themselves as competitors and react 

toeach discussions. Any immediate feedback helps to know the relativeoperative 

group process. 

 

Sensitivity Training (F-Groups) 

This is an intervention technique that attempts to. give the person more inside 

into his or her own behavior as how that behaviour affects others. The main 

objective of this is the development of awareness of sensitivity, to behaviours! 

patterns of oneself and others. Compbell and Dunnete (1968) have listed the 

objectives below. This development results in the (i) increased openness with 

others. (ii) greater concern for others; (iii) increased tolerance for individual 

differences (iv) less prejudice (v) understanding of group progress (iv) enhanced 
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listening skills and (vii) increased trust and support. Delbeeq (1972) 

hasdescribed the process by which these objectives are attained as follows: 

1. There is an initial lack of directive leadership and formal agenda and 

participants file the behavioural vaccum by engaging in traditional 

behaviours such as status que sending, power play etc. 

2. Feedback, based on member behaviour within the anxiety — 

ladenenvironment is prioritized to confirm individual impressions of 

roleeffectiveness and personality impact. 

3. Interpersonal relationship begins to develop and members serve as — to 

one another. Previously united personal and interpersonal behaviours, 

particularly collaborative behaviours, are attempted. 

4. Relevance of the T-Group experience to back home situations is explained 

new problems are introduced to maximize transferability ofwhat has been 

learned beyond the training laboratory. 

Under this technique, the situation is duplicated in such a way that it carries a 

close resemblance to the actual job situation. The trainee experiences a feeling 

that he is actually encountering all these conditions. Then, he is asked to assumea 

particular role in the circumstances and solve the problems by 

makingmanagement decision and later he is given a feedback of his performance. 

 

METHODOLOGY 

Research Design 

The study is designed to be carried out in two phases. First a survey will 

beconducted in the local government councils in which case questionnaires will 

beadministered to selected staff after which the research team will analyse the 

data collected in order to determine the categories of training needs of Local 

government staff. In the second phase, AHP methodology will be employed. 

The methodology of AHP is as follows: 

1. Structuring the problem hierarchically. Here the overall objective will be 

positioned at the top with criteria, and perhaps sub-criteria at the lower | 

levels and finally the alternatives at the bottom of the hierarchy. 

2. At each hierarchy level, pairwise comparisons will be made with all possible 

pairs of the elements of this level. 

3. On the basis of pairwise comparisons, relative weights of elements of the 

hierarchy structure are calculated, which are eventually synthesized into an 

overall alternatives priority list. Pairwise comparisons and weightings 

within AHP methodology are performed using the software “ExpertChoice”. 
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4. A sensitivity analysis is then carried out. AHP’ method enables a detailed 

analysis of sensitivity of the end ranking list to the changes in values 

whichare subject to individual assessment. 

 

Sampling 

A sample of two hundred and ten (210) staff consisting of ninety (70) 

management staff and two hundred and ten (140) non management staff will be 

randomly selected on equal proportions from the nine local government councils. 

 

Data Collection 

Data will be collected using questionnaire administered to the selected staff. 

 

Data Analysis 

An AHP software called ExpertChoice will be use to run the data collected 

 

Data Presentation and Analysis 

In the first part of the research, the totals of 210 questionnaires were distributed 

to both management and other staff of the seven local governments. As can be 

seen in table 1,representing 74.76%, 

 

Table 1: Questionnaires Administered 

QUESTIONNAIRES  FREQUENCY  PERCENTAGE  

RETURNED  

NOT RETURNED  

TOTAL  

157 

53 

210 

74.76% 

25.24% 

100% 

 

Table 2: Distribution of questionnaires by LGAs 

LGA FREQUENCY  PERCENTAGE  

FOFURE  

GIREI 

GOMBI 

HONG 

SONG 

YOLA NORTH 

YOLA SOUTH 

TOTAL  

17 

22 

28 

23 

22 

21 

24 

157 

10.3 

14.01 

17.3 

14.65 

14.01 

13.38 

15.29 

100 

The result obtained so far revealed that training on information technology 

washighly needed by staff of local government councils as it has the 
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highestpercentage of 33.76%. This is contained in table 3. Other categories of 

training were respectively shown in the table. 

 

Table 3: Types of training needs 

ITEMS  FREQUENCY  PERCENTAGE  

MANAGEMENT AND 

LEADERSHIP 

FINANCIAL 

MANAGEMENT  

INFORMATION 

TECHNOLOGY 

HUMAN RESOURCES 

MANAGEMENT  

OTHERS  

TOTAL  

31 

47 

53 

21 

05 

157 

19.75 

19.94 

33.76 

13.38 

03.18 

1000 

 

Furthermore, the reason why most local goverment employees goes fortraining 

is represented in table 4 which revealed that most local governmentstaff embark 

on training because of strong need for training. As shown in thetable this 

represents 35.67%. 

 

Table 4 Reasons for training 

ITEMS   FREQUENCY  PERCENTAGE  

STRONG NEED FOR 

TRAINING  

AFFORDABILITY 

TIME CONVENIENCE  

LOCATION 

CONVENIENCE  

OTHERS  

TOTAL 

56 

41 

22 

38 

00 

157 

35.67 

26.11 

14.01 

24.21 

00 

100 

 

Proposed Model 

From the analysis conducted, Analytical hierarchy process model was proposed. 

This Model will help in ranking the identified training needs based on thecriteria 

mentioned. The model is as follows: 
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Data analysis 

The following paired comparison matrices were formulated for evaluation so as 

to achieve the overall objectives. Using the fundamental scale for paired 

comparison, a matrix for the criteria is obtained in table 1 as follows:  

 

Table 1: Pair Wise Comparison Matrix for the Criteria 

 STRONG 

NEED  

AFFORDABILITY  TIME 

CONVENIENCE  

LOCATION  

STRONG NEED  1 7 9 6 

AFFORDABILITY  0.14 1 2 0.25 

TIME 

CONVENIENCE  

0.11 0.50 1 0.14 

LOCATION  0.17 4.00 7.00 1 

 

Pair wise comparison matrix for the criteria  

 SN AF TC LC PRIORITY  

STRONG NEED  1 7 9 6 0.669 

AFFORDABILITY  0.14 1 2 0.25 0.072 

TIME CONVENIENCE  0.11 0.50 1 0.14 0.043 

LOCATION  0.17 4.00 7.00 1 0.215 

 

Synthesization  Strong Need:   66.9%  

Affordability:   7.2%  

Time Convenience:  4.3%  

Location:   21.5% 

No. of Comparison  = 8  

Eigen Value   = 4266  

Consistency Ratio  = 9.8 

 

The eigenvector obtained from the analysis in table 2 shows that Strong need for 

training is weighted at 66.9%, Affordability 7.2%, Time convenience 4.3% and 

Location convenience 21.5%. This means strong need for training is themost 

important criteria used in determining training needs. 

 

Table: Pair wise Comparison Matrix for Strong Need for Train 

 ML FM HS IT PRIORITY 

MGT. AND LEADERSHIP 1 0.33 3.00 0.33 0.143 

FINANCIAL MGT 3.00 1 7.00 1.00 0.422 
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HUMAN RESOURCES  0.33 0.14 1 0.14 0.054 

INFORMATION 

TECHNOLOGY 

3.00 1.00 7.00 1 0.402 

 

No. of Comparison   = 6  

Eigen Values    = 4008  

Consistency Ration   = 0.3% 

 

The result in table 3 shows that a paired comparison of the alternatives based 

onone of the criteria (Strong Need for traming),' the analysis related 

thatmanagement and leadership training is weighted 14.3%, Financial 

Management training 42.2%, Human resources training 5.4% and Information 

technology training 40.2%. This means, in terms of strong need for training 

financial management training is the most priorities followed by information 

technologytraining, while human resources is the least prioritised. 

 

Affordability  

1 0.33 0.20 0.14 6.3% 4 

3.00 1 0.50 0.50 18.7% 3 

5.00 2.00 1 1.00 35.9% 2 

7.00 2.00 1.00 1 39.0% 1 

 

Eigen Value   = 4.011 

Consistency Ratio  = 0.4 ok 

Table 4 is a matrix for paired comparison of the alternatives based on 

affordability. The analysis revealed that maneeenient and leadership training is 

weighted 6.3%, financial management training 18.7%m human | resources 

training 35.9% while information technology training is rated highest followedby 

human resources training. The least priorities training in terms ofaffordability is 

management and leadership training. 

 

‘Time Convenience 

1 0.50 0.20 0.14 6.5 

2.00 1 0.20 0.33 10.9 

5.00 5.00 1 2.00 49.4 

7.00 3.00 0.50 1 33.2 

 

Eigen Value   = 4.102 
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Consistency Ration  = 3.7% Ok 

Table 5 show a matrix for paired comparison of the alternatives in terms of 

timeconvenience. The analysis shows management and leadership training 

isweighted 6.5%, financial management 10.9%, human resources training 

49.4%while information technology 33.2%. This means human resources 

training is the highest ranked training in terms of time convenience followed by 

theinformation technology, management and leadership training is ranked the 

least. 

 

Location Convenience 

1 5.00 7.00 9.00 68.0 0.680 

0.20 1 1.00 3.00 14.2 0.142 

0.14 1.00 1 2.00 11.8 0.118 

0.11 0.33 0.50 1 6.0 0.060 

 

Eigen Value   = 4.046 

Consistency Ration  =1.7% Ok 

Table 6 is a matrix showing a paired comparison for the alternative in terms 
oflocation convenience. The analysis shows management and leadership 
trainingis ranked 1stwith a weight 68%, financial management training is ranked 
2rdwith 14.2 weight, human resources training came 3rdwith a weight of 
11.8%while information technology training 4th with 6% weight. 
 

Overall Ranking  

Overall Priority for Management and Leadership Training 

0.669 (0.143) + 0.072 (0.063) + 0.043 (0.065) + 0.215 (0.680) 0.096 + 0.005 + 

0.003 + 0.146 = 0.250 

 

Overall priority for Financial Management Training  

0.669 (0.402) + 0.072 (0.187) + 0.043 (0.109) + 0.215 (0.142) 0.269 + 0.013 + 

0.005 + 0.031 = 0.318 

 

Overall priority for Human Resources Training  

0.669 (0.054) + 0.072 (0.359) + 0.043 (0.494) + 0.215 (0.118) 0.036 + 0.026 + 

0.021 + 0.025 = 0.108  

 

Overall Priority for Information Technology Training 

0.669 (0.402) + 0.072 (0.390) + 0.043 (0.332) + 0.215 (0.060) 0.269 + 0.028 + 

0.014 + 0.013 = 0,324 
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In the overall, i.e. putting all the criteria’s together, the training needs are ranked 

accordingly with their respective priorities as shown in the table 7below: 

Table 7: Ranking of Training needs 

CATEGORY  PRIORITY  RANKS  

1. MANAGEMENT & LEADERSHIP TRAINING  0.250 3 

2. FINANCIAL MANAGEMENT TRAINING  0.318 2 

3. HUMAN RESOURCES TRAINING  0.1084 4 

4. INFORMATION TECHNOLOGY TRAINING  0.324 1 

 

Findings 

From the analysis of the data obtained and the responses of the participant i.e.the 

experts, the researchers came up with the following findings: 

i. That the indentified training needs in local government councils 

are:management and leadership training, financial 

managementtraining, information technology training, financial and 

human resources training. 

ii. That the reason for training includes strong _need for training, 

affordability, time convenience, and location. ‘ 

iii. That strong need for training is the major reasons for embarking on 

training in the local government councils. 

iv. Among the alternative training programmes, training on information 

technology is the highest ranked training need in local government 

councils followed by financial management training, then 

management and leadership training. The least ranked is therefore 

human resources training. 

 

Discussion of Findings 

Having analyzed the findings of this research, it is clearly discovered that 

manpower training and development is essential to the success of any 

organization. In the local government system, training in management and 

leadership, financial management training, information technology training and 

human resources training are identified as major areas that need to 

beemphasized. 

Although the research discovered that local government embark on training 

because of affordability, time convenience and the training location, there are 

challenges that affect these efforts. These includes; poor funding of 

trainingprogrammes, corruption, bad leadership and government inability to 

identifyimportant training needs etc. Baikie (2002) accepted this view when he 
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argued that “poor political leadership which has further depening the problems 

of manpower development in Nigeria has manifested itself in poor funding 

oftraining programmes, seminars or workshops over the years”. 

The research exercises also discovered that though local government has strong 

— need for training and development, but because of predominant tendencies of 

bad governance at the grassroots; local government chairman are not interested 

in training of their staff. They instead diverts funds for training to 

personalaggrandizement leaving most of the workforce untrained (Omodia 

2006). 

As the result of the research show, training on information technology is most 

required in the local government. Indeed, the resuits translate the present trends 

in modern management system. Information technology knowledge has 

becomekey to the success of any Organization and local government cannot be 

anexception. 

One of the reasons for the creation of local government is the provision of 

efficient service delivery to the local people. It is imperative to state that this 

objective has been defeated in almost all the local government due to 

theobserved high rate of corruption, poor approaches to training 

needs,mismanagement of scars resources and the prevalence of bad leadership. 

The final analysis of this research indicates that for local government 

toeffectively and efficiently dispense service to people, emphasis on 

informationtechnology training and other categories of training needs most be 

given priority and at the same time government response to the challenges of 

corruption, miss-management of resources and bad leadership style in the 

system. 

 

Recommendations  

Base on the above analysis, the following are offered as recommendations: 

1. The very essence of local government is essentially to have a government _ 

at the grassroots to ensure effective service delivery to the people. By its 

designs and norms, it is the closets agency to the people in both urban and 

tural areas. Therefore, the effective dispensation of its constitutional 

responsibility cannot be Possible if the knowledge and expertise of the 

existing institutional actors is not developed through proper 

trainingprogrammes. 

2. Since it has been established that there is a close link between staff 

development, capacity building and effective service delivery, state 

government through the local government service commission should adopt 
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policies that can enhance capacity building through traiming, seminars and 

workshops.  

3. More funds should be provided for manpower development and capacity 

building because through this process, staff can be equipped with requisites 

skills, knowledge and abilities that can facilitates the much needed service 

delivery at the grassroots. 

4. The research has established that the major challenges that all the local 

government in Nigeria faces are issues of corruption, poor leadership and 

mismanagement of scars resources. To ensure probity and accountability, 

there should be branches of ICPC and EFCC in all the 774 local government 

and the 36 states of the federation as the fear of these agencies could bring 

about good governance in local government management system. 

5. There is also the need to reflect on the attitude of Nigerians towards 

governance. The federal and state government need to embark on 

orientation exercise to sensitize Nigerian to have a change of attitude 

towards the functions and responsibilities of government as well as citizen’s 

right and liberties. If this is achieved, then the vatures of good governance, 

transparency, accountability, honesty, foresightedness,equity, justice, 

prudent management of public funds, strong leadershipinspired by vision 

and direction that could be beneficial to the citizenscan be promoted in our 

nation. 

 

Conclusion 

Workers in any organizational sector remain the most valuable assets for growth 

and development. Therefore, training and re-training are essentialcomponents of 

manpower development. Staff training play a key, if notdecisive role in promoting 

efficient service delivery at the grassroots as thisservice will be rendered by 

competent and skillful personnel. Indeed,manpower development and capacity 

building benefits individuals,enterprises, the economy and the society at large. 

Although no other body can adequately make decisions on the needs and 

priorities of the local communities than safe communities, but in terms of training 

and capacity building of its manpower, the state government shouldplay more 

decisive role considering the fact that the exercise requireprofessional 

management and dynamic in nature. 

It is the conclusive contention of this research that it is only through effective 

manpower development and capacity building that the much needed 

transformation at the grassroots can be achievéd in Nigeria. This isbecause, it is 
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only through the strategy of manpower training that workersknowledge, skills, 

and abilities can be enhanced, hence service delivery willbe improved. 
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