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ABSTRACT
This research project is on Career Development and Service Delivery in Enugu North and Enugu East Local aime at examining the impact of career development in service Delivery in Enugu North and Enugu East Local government areas. The theoretical framework adopted for the review of literature was Social Cognitive Career Theory (SCCT).  The researcher adopted survey design method. The population of the study was 1200 and the sample size was 300. Simple random sampling technique was adopted. The researcher used questionnaires as primary source of data collection. Data collected were analysed using tables and simple percentage while hypotheses of the research were tested by chi- square method (X2) at significant level of 0.05. Findings from the study showed that; skill development plays a significant impact in the accessibility of services in local government by improving both the efficiency and responsiveness of public service delivery; career exploration significantly improves service availability in local government by aligning workforce capabilities with service demands, enhancing employee motivation, and reducing turnover; and career mentorship ensures the reliability of services in local government by facilitating knowledge transfer, enhancing employee competencies, and fostering a culture of continuous improvement. By way of conclusion, the researcher is the view that  career development and service delivery in Nigeria's local governments are crucial components of effective governance at the local government.The researcher therefore recommended  amongst others that; to enhance decision-making and policy implementation, it is necessary to develop managerial and leadership skills among local government officials; regular capacity assessment should be conducted at the local governemnts to identify areas where staff need improvement and the targeted training should be provided; and there is need to retain valuable expertise within the organization, as mentorship contributes to the consistent implementation of policies and programs.
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CHAPTER ONE
INTRODUCTION
1.1 Background of Study
Managing career development and advancement in human resources is a very important concept because the human factor as a resource can generate comparative advantages for organizations. Therefore, in today's highly competitive environment, career development and advancement of human resources is the key to the success of any organization and an important resource to be cultivated and managed as a strategy that is required by all organizations. Employees are the major assets of any organization. The active role they play towards an organizational success cannot be underestimated. As a result, equipping these unique assets through career development becomes imperative in order to maximize and improve on service delivery. Nurturing talent, developing employees internally, and employers taking interest in staffs goals and motivations benefits all industries (Ediongsenyene, etal 2024). Career development and service delivery are closely intertwined. High-quality service delivery requires a sound understanding of citizens’ expectations, experiences, and key drivers of satisfaction, as well as a policy framework that places citizens at the center of decision-making processes rather than at the periphery.In a citizen-centric service delivery system, the main imperative is not to fit operational structures and processes to the requirements of government departments, but to serve citizens—who are considered the main stakeholders. Career development and service delivery are interconnected concepts that are crucial for the success of individuals and organizations.

Career development refers to the process of improving one's skills, knowledge, and experience to advance in their profession, while service delivery refers to the provision of services to customers or clients (Hundu, etal 2024). Career development involves continuously learning new things, applying new knowledge and taking advantage of opportunities. It is also about risk taking in order to make the organization more effective and productive, and allows the individual employee achieve personal and organizational goals. An employee develops his/her career through a continuous acquisition of managerial or professional skills and experience which may bring about rewards and promotion. A career sustains individual living needs by generating income or satisfying other mental factors such as passions and hobbies. Career choice is essential for developing and maintaining a fulfilling life. Career development helps individuals acquire new skills and knowledge, enabling them to deliver high-quality services. Well-trained and experienced employees can work more efficiently, reducing errors and improving productivity. Employees who are skilled and knowledgeable can provide better services, leading to increased citizen satisfaction. This is because according to Ekeyi (2024) career development can foster innovation and creativity, enabling employees to develop new and improved services. Strategies for career development in service delivery requires among others the; provision of employees with training and development programs to enhance their skills and knowledge; pairing employees with experienced mentors who can guide and support them in their career development; regularly evaluating employee performance and providing feedback to help them improve; and providing employees with clear career paths and opportunities for advancement.
Career development can lead to improved service quality, as employees are better equipped to meet citizen needs. It can increase employee engagement and motivation, leading to improved job satisfaction, reduced employee turnover, as employees are more likely to stay with an organization that invests in their development. Equally, organizations that invest in career development can gain a competitive advantage, as they are able to attract and retain top talent.
In Enugu North and Enugu East local government, career development opportunities have been created through workshops and conferences where employees are said to have learned from experts and shared best practices. Some have involved training and capacity building aimed at enhancing the skills and knowledge of employees, enabling them to deliver effective services to the community Additionally, mentorship programs have been established involving the pairing of experienced employees with newer ones to guide them in their career growth. However, politicization of local government appointments appear to have hindered career development and service delivery in the local government. A study found that employments and appointments in Enugu State local governments were mostly based on party connections or political influence, rather than merit. This has led to incompetent individuals being appointed to key positions, ultimately affecting service delivery. Overall, career development and service delivery in Enugu East local government appear to be  a multi-faceted approach one as the local government battles to address training, mentorship, fiscal autonomy, and performance appraisal as means of career development to improve its services and create a more effective and efficient workforce.
It is on the bases of this backdrop that this project focuses on assessing the relationship between career development and service delivery in Enugu East local government system in order to determine the impact of the former on the later.

1.2 Statement of the Problem
Providing opportunities for advancement of staff by supporting their career development is a critical factor in retaining them. To improve service delivery in the public sector, career development plays a crucial role. 

However, there are indications that training and reskilling employees can be expensive, especially if hiring external trainers. Also, while taking a course, workshop, or development program, employees might be out of the workplace, meaning there’s a temporary dip in productivity. It may be especially problematic for a long course or program. Some equally add that it is possible that staff may choose to work for a different agency after money have been spent on their training. Research by  indicate that both career development and service delivery initiatives in Nigeria are often hampered by inadequate funding, which limits the scope and impact of these initiatives.It is also said that there is absence of effective policy frameworks and regulatory environments which hinders the development of career development and service delivery initiatives in Nigeria. Equally worthy of mention is the lack of reliable data and research on career development and service delivery in Nigeria which makes it challenging to develop evidence-based policies and interventions.
It is believed that by equipping employees with the right skills, they can deliver better services to the public. When employees feel valued and supported in their career growth, they are more likely to stay with the organization and contribute to its success. This continuity can positively impact service delivery. Thus, career development programs can improve service delivery in the public sector by providing employees with the necessary skills, motivation, and opportunities for growth. By investing in the development of employees, organizations can enhance their capacity to deliver high-quality services to the public.
1.3 Objectives of the study
The broad objective of this study is to assess the relationship between career development and service delivery in Enugu east local government system in order to determine the impact of the former on the later. To do this, the following specific objectives were formulated;
1: Assess the impact of skill development on accessibility of service in the local Government.
2: Ascertain the extent to which career exploration has improved service availability in the local Government. 
3: Determine if career mentorship has ensured reliability of service in the local Government.
1.4 Research Questions
Based on the specific objectives above, the following research questions were formulated?
1: What impact has skill development had on accessibility of service in the local Government?
2: To what extent does career exploration improve service availability in the local Government?
3: How does career mentorship ensure reliability of service in the local Government?
1.5 Hypothesis
On the basis of the research questions so formulated, the following hypothesis were formulated;
Hypotheses 1
H01:  Skill  development has had no significant impact on accessibility of service in the local Government..
Hypotheses 2
H02: Career exploration does not improve service availability in the local Government.
Hypotheses 3
H03: Career mentorship has not ensured service reliability in the local Government.
1.6 Significance of the Study
Theoretically and practically, this study is highly significant as the main focus is to investigate the impact career development on service delivery in Enugu East local government system.
Theoretical Significance: To the academics, the research work will help them formulate more theories and strategies that will enhance the training of staff in the public sectors in Nigeria. It will also contribute to the enrichment of literature on staff training on public service delivery in Nigeria and serve as a body of reserved knowledge to be referred to by researchers. Also, this study has provided deeper contextual understanding of staff training on service delivery in Nigeria. It has analysed the state of staff training in ensuring adequate public service delivery in Nigeria. Other researchers can also use it as reference point in further researches in staff training as it relates to public service delivery in Nigeria and other countries. It has added to the existing literature or body of knowledge in public administration and related disciplines as well as enriched the libraries. Managers and trainee experts can also make meaningful use of this study to expand their own researches in their related field of study.
Empirical Significance: This study will help the government to recognize career development as an important tool for improving public service delivery in Nigeria. Also, the findings and recommendations of this research will offer policy makers an opportunity to redesign policies that will bring about better staff training strategies in Nigeria. The understanding may position the government and other stakeholders in the right footing on the way forward to tackling the problems of career development.
1.6 Scope of the Study
Geographically, the study focused on career development and service delivery in Enugu North and  Enugu East local Government area as area of study. The study covered the period from 2020 to 2024. The study reviewed relevant literature and collected data from the period to provide a comprehensive analysis of career development and public service delivery. Theoretically, the study focused on various aspects of career development.
1.8 Limitations of the Study
The study was limited to the availability of data and the willingness of respondents to participate in the study. The study was also limited by the geographical scope of the research. One of the major limitations encountered was during the administration of instruments to the respondents. Most of the respondents were not very enlightened to effectively respond the questionnaire. To overcome this, the researcher took pains to explain to the respondents some of the contents of the questionnaire. Also, sampling method adopted and the sample size is very small to be used for generalization of the findings to the entire country -Nigeria since there are many issues in career development. Therefore data obtained only relied on primary data from the selected local government supplemented with information from secondary sources such as journals and internet based documents sourced. Thus, there is need for caution in generalizing the results of the analysis. Thus, further studies could expand to include adjustments in sample size and survey participants to enhance the representativeness of the research model. However, the researcher took pains and ensured that the outcome of the study was reliable to a great extent.

1.9 Operational Definition of Terms
Career Development: A career development service is here defined as any individual or group activity facilitated by the presence and guidance of an instructor/leader/practitioner
Service Delivery: Service delivery is the process of providing a service to a customer by a business. It involves all aspects of the service, from the initial interaction to the conclusion and follow-up. The goal of service delivery is to provide the customer with a service that meets their expectations in terms of quality and standard.
Skill Development:Skills Development refers to the process of acquiring, improving, and enhancing a wide range of skills and competencies. It involves the deliberate and continuous effort to build knowledge, expertise, and capabilities in specific areas to meet the demands of one's work or to pursue personal and professional growth.
Career Exploration: The process of eliciting and sustaining one’s interest in an environment, thereby encouraging exploration and the acquisition of valuable new knowledge”
Career Mentorship: Career mentoring is a dynamic and mutually beneficial relationship between an experienced, knowledgeable professional (mentor) and an individual seeking guidance and support (mentee).
Service Availability: Service availability is the ability of a service to be accessible and working when and where it's needed. It's a measure of how reliable a service is, and how well it can operate without interruptions or downtime. 
Service Accessibility: Service accessibility is the degree to which people can access services, and it can be important for a number of reasons
Service Reliability:Service reliability is a way to measure how likely a service, product, or system is to maintain performance standards for a specific period of time


                                                   CHAPTER TWO
                                       REVIEW OF RELATED LITERATURE
2.1 Conceptual Review
2.1.1 Career Development
Career may involve not only upwards movement of person in the same organization but also working for several organizations during the courses of his work life (Prasad, 2019).Career development refers to an ongoing process of managing one's professional growth, learning, and advancement over the course of one's career. It involves setting goals, acquiring new skills, seeking opportunities for advancement, and adapting to changes in the workplace. Career development is essential for individuals to achieve their full potential, pursue meaningful work, and progress along their chosen career paths. According to Weinert (2021), the term career can be described as a pattern of work experiences including the entire life span of a person which is carried out through different stages reflecting the change from one phase of life to another. Smit, et al. (2017) defined career as the sequence of work experiences that an employee acquires over time.

According to Ezeuwa (2019) career development can be seen as the use of human resources to quantitatively change man’s physical and biological environments to his benefits or even seen as involving the introduction of new ideas into the social structure and causing alterations on the patterns of the organization and social structure. To develop staff, (Daniels, 2019) simply refers to make them grow with the organization so that they can be fitted for available higher positions within their capacity. Development deals with improving human relations and interpersonal skill (Iwuoha, 2019). Career development covers an employee’s working life. It starts with staff orientation, on job training, experience, short courses, professional courses, post graduate degrees or diplomas. According to the National Strategy for the Development of the social service workforce in Scotland (2015), employee development is the foundation on which the confidence and competence of individual staff is built. Employees are the major assets of any organization. They play an active role towards organizational success that cannot be underestimated. Equipping these unique assets through effective training becomes imperative in order to maximize the job performance. Career development is often used to close the gap between current performances and expected future performance. Rivai and Sagala (2013), was of the view that career development is a process that enhances the individual's ability to work in order to achieve the desired career. Career development is expected by every employee, as it provides for better rights than ever before.

2.1.2 Dimensions of career development
Career development is a multifaceted concept that encompasses various dimensions. These dimensions according to Rashmi (2019) are interconnected and influence one another, contributing to an individual's overall career growth and success. By considering these dimensions of career development, individuals can create a comprehensive and personalized career plan, leading to a more fulfilling and successful career. The dimensions of career development considered in this study include certification, seminars, internship and coaching.

i. Certifications: According to Noe and Hollenbeck, (2019), certifications are formal credentials or qualifications awarded by a recognized authority, institution, or organization to individuals who have demonstrated a certain level of knowledge, skills, competence, or expertise in a specific field or subject matter. These certifications serve several important purposes in various agencies and professions. To Lussier and Hendon (2020),certifications provide tangible evidence that an individual possesses the required skills and knowledge in a particular area. They demonstrate that the individual has met a certain standard of competence as defined by the certifying body. Many certifications require individuals to undergo training, coursework, or practical experience to earn the credential.

ii. Seminars: Seminar is defined according to Rivai and Sagala (2013) as a structured and organized meeting or gathering where a group of individuals, often with shared interests or expertise in a particular subject, come together to discuss, present, and exchange ideas, information, or research on a specific topic. Prasad (2019) also asserts that seminars are typically more interactive and participatory than traditional lectures or presentations. They provide a forum for participants to engage in discussions, ask questions, and collaborate with each other to deepen their understanding of the subject matter. Seminars can vary in format, ranging from academic seminars held at universities to professional development seminars in the workplace or community-based seminars on various topics of interest.

iii: Internship: An internship is defined as ‘any official or formal program to provide practical experience for beginners in an occupation or profession, according to Dictionary.com. More specifically, The National Association of Colleges and Employers (NACE) describes an internship as “a form of experiential learning that integrates knowledge and theory learned in the classroom with practical application and skills development in a professional setting” (2018). These internships predominately provide an opportunity for undergraduate, graduate students and those changing careers to receive hands-on exposure to their chosen field of study or a new career, either in a paid or unpaid environment. To provide some uniformity and standards, NACE has determined that these 7 criteria should be applied as a litmus test to be considered an internship:
i. The experience must be an extension of the classroom: a learning experience that provides for applying the knowledge gained in the classroom. It must not be simply to advance the operations of the employer or be the work that a regular employee would routinely perform.
ii. The skills or knowledge learned must be transferable to other employment settings.
iii. The experience has a defined beginning and end, and a job description with desired qualifications.
iv. There are clearly defined learning objectives/goals related to the professional goals of the intern’s academic coursework.
v. There is supervision by a professional with expertise and educational and/or professional background in the field of the experience.
vi. There is routine feedback by the experienced supervisor.
vii. There are resources, equipment, and facilities provided by the host employer that support learning objectives/goals (2018).

Thus, Internship is a type of work experience that many students and graduates undertake to help them gain practical experience in the workplace to support their career development. Internships are fixed term positions within organisations that vary in duration from a week to a year. Doing an internship is a great way to find out whether a particular career path is right for suitable for the intern and helps the interns to start to build a professional network. Internships allow interns the freedom to reflect on their career goals while applying what they have learned in college to the real world. Internships also bridge the gap between academic learning and professional practice, putting interns at a great advantage when they graduate and are searching for a job in their field. One can acquire new skills and apply what were learned to their academics, while advancing their professional goals. Internships also offer the chance for compensation, part-time or full-time flexible work hours and the opportunity to stay connected to the industry after the internship is complete. Internships provide the opportunity to explore ones interests and values, as well as understand what is important to ones career.

Internships provide valuable hands-on experience, skills, and networking opportunities that can significantly enhance career development (Saltikoff,2017). According to Saltikoff (2017)the benefits and key aspects of internships for career development:include; helping interns apply theoretical knowledge in real-world settings, developing skills and competencies; establishing connections with professionals in the industry, potentially leading to job opportunities or mentorship; improving communication, teamwork, time management, and problem-solving skills; explore different career paths, identifying strengths, weaknesses, and interests; and demonstrating skills and experience to potential employers, thereby increasing chances of securing a job.

According Townsley (2017) key aspects of internships for career development include; establishing specific goals and outcomes for the internship experience, engaging in challenging projects and tasks that develop skills and competencies, receiving constructive feedback and evaluation to improve performance and identify areas for growth, participating in industry events, meetings, and workshops to connect with professionals and build relationships, and  regularly reflecting on experiences, identifying strengths, weaknesses, and areas for improvement.

 Townsley (2017)also adds that internships may be of different types such as; paid Internships (where interns receive compensation for work performed, often in the form of a salary or stipend), unpaid Internships  (Where interns gain experience without compensation, often in non-profit or educational settings), virtual Internships ( where interns participate in remote internships, often through online platforms or digital communication tools). research Internships (Where research projects are conducted, often in academic or scientific settings), and industry-specific internships ( where interns participate in internships tailored to specific industries, such as finance, healthcare, or technology).

Galbraith etal (2018) advice that the best ways to carry out internship include;setting clear expectations by etablishing clear goals, objectives, and outcomes for the internship experience; providing regular feedback by offering constructive feedback and evaluation to improve performance and identify areas for growth; fostering a supportive environment by encouraging open communication, respect, and inclusivity in the workplace; encouraging networking by providing opportunities for interns to connect with professionals and build relationships;  regularly assessing the internship program, gathering feedback from interns and supervisors to make improvements.
iv: Coaching: Career coaching is the engagement of an external expert, most often a dedicated coach, to guide an employee in their career choices and help them with challenges in the workplace. It is a tool that professionals often turn to when they are looking to make some kind of change in their careers. Some career coaches can also be used for advice about resumes, negotiations, and interviews. A coach establishes a comparatively long relationship with a client and gets to know them thoroughly. Together, the coach and client examine a multitude of options before a path is chosen, and they remain in touch for further advising once the employee takes on a new role (Townsley, 2017). 
Common methods for obtaining career advice through coaching include; approaching successful peers or potential mentors within an organization, independent research, psychological and career counseling, working with an HR department. What’s unique about working with a coach is that the process is typically free of the bias that can arise when working with someone who already knows the employee. Anybody who is personally familiar with a candidate might have preconceived notions of what they can achieve, while a coworker can be predisposed towards the welfare and accepted career path of the organization. Coaches must be objective in order to provide effective advice. A coach according to Galbraith etal (2018) also enables a sense of accountability from their client, a factor that greatly improves the chance of success. For the fact that a career coach is constantly exposed to new ideas, common dilemmas, and best practices, they have a greater reserve of knowledge from which to draw advice. This is as opposed to the average employee who only deals with career issues on an occasional basis.  

Many people turn to a career coach only when they feel as though they have run out of options in their current role (Saltikoff,2017). Yet it is advisable to use career coaching before such a point is reached – even when a person’s current career path is going well. The desperation of ‘reaching a dead end’ can result in poor choices, particularly in terms of seeing opportunities with the existing employer. Getting advice from a career coach when times are good can result in a calmer process and better decisions. For this reason, organizations should be encouraging employees to access a career coach, either on their own or through the human resource department (Saltikoff,2017).

A career coach can help a client to; prepare for increased responsibilities particularly the movement to a managerial position, examine new avenues at their current workplace perhaps by shifting departments or moving to a different location, identify personal and professional skill gaps as technology advances and preferences for certain soft skills development. Organizations that support career coaching enjoy many benefits, such as higher retention rates, increased productivity, improved managerial capabilities, and above all better service delivery to citizens (Townsley, 2017). The typical setting of a career coaching session is a one-on-one meeting. While in the past career coaching has often been in person, virtual sessions are becoming more common and allow for a wider variety of options as one can use a career coach from anywhere in the world. Each session lasts about an hour and takes place at least once a month. Sessions might be more frequent if the employee rapidly achieves an action item, which is a popular method used by coaches to propel their clients towards a major goal. Initial meetings will consist of assessments and discussions regarding work history, personal life, and current professional challenges. The coach will then guide the client towards hypothetical career destinations, often through the use of a coaching model. Another unique aspect of coaching is that the client ultimately decides which path to take; the role of the coach is to cooperatively investigate the practicality of each step and eventual goal. Therefore, the method involves more of a question-answer format than actual advising.
Generally, coaching according to Townsley (2017) is a powerful means of career development that can help individuals achieve their career goals and improve their overall performance. Through coaching, a coach can help individuals identify their strengths and weaknesses, and develop strategies to leverage their strengths and improve their weaknesses. A coach can help individuals set clear and achievable career goals, and develop a plan to achieve them. Coaching can help individuals develop a better understanding of themselves, including their values, interests, and motivations. A coach can help individuals identify areas where they need to develop new skills, and provide guidance on how to acquire those skills. Additionally, caching can help individuals build confidence in their abilities, and develop a more positive self-image. A coach can help individuals overcome obstacles that may be holding them back in their career, such as self-doubt, fear of failure, or lack of motivation. Coaching can help individuals explore new career opportunities, and develop a plan to transition into a new role or industry. Various studies have equally shown that a coach can help individuals develop strategies to improve their work-life balance, and reduce stress and burnout (Townsley, 2017).

Other dimensions of career development include;staying up-to-date with industry trends and best practices, expanding professional expertise, enhancing technical skills,improving soft skills, such as communication and teamwork, developing leadership and management skills,building self-awareness and self-confidence,developing emotional intelligence and resilience, enhancing work-life balance and well-being, etc.
2.1.3  Service Delivery
According to Olowu (2002) “service delivery is the raison d’etre of the public service. The primary responsibility of any public administration system is to deliver services that the private sector may not deliver at all or to deliver services to those who cannot afford the market price of the product”. To Ahmed (2005) service delivery has been an old concept which draws attention of organizations to their responsibility to render service to their customers, in the most satisfactory manner. The terminology varies depending on the time, place or context. The concept presupposes that, in public service, there is contractual relationship between the customer (the public) and the service provider (government agency) which obliges the latter to render service to the former in most satisfactory way, be it in terms of utility, quality, convenience, timelines, cost, courtesy, communication or otherwise. Another presupposition is that just as in business, the customer is regarded as ‘king’, accordingly, in public service delivery, the public is regarded as ‘master’, and the ultimate judge of performance.

In a services management context, service delivery system is defined as “the structure (facilities, equipment, etc.), infrastructure (job design, skills, etc.) and processes for delivering a service” (Goldstein, 2012). From these definitions it becomes apparent that service delivery effectiveness is related to the degree to which a system’s objectives have been achieved and therefore, an effective service delivery is the one that is capable of delivering the outcomes for which it was originally designed and developed (Kingman-Brundage, 2011). Service delivery normally should be able to produce several positive outcomes, ranging from reduced costs, increased availability of efficient operations, improved service quality and optimum customer experience (Walley & Amin, 2014). Notably, many scholars have argued that the main aim of a service delivery system is to bridge the gap between customer expectations and customer experience (Lovelock, 2014; Armistead, 2010).

Service delivery is in fact the medium through which service employees attempt to meet the quality standards set by the management, in order to close the gap of services quality, which refers to the gap between service quality specifications and the actual service delivery (Parasuraman et al, 1985).

Therefore, an effective service delivery must lead to high levels of service quality both in terms of actual technical quality and in terms of citizens’ perceptions, since citizens  are far more likely to evaluate a service positively when the government effectively provides the value promised to them. Service delivery is the process of provision of benefits and outcomes from the undertaking of a specific task or project (Alford & O’Flynn, 2012). Mare and Benington (2010), define service delivery as the provision of intangible experience that meets the intended benefits of the user. For the intangible experience to be rendered effectively, it should be based on certain conditions. According Alford & O’Flynn (2012), service delivery is anchored on the decisions made, resources and the personnel available to ensure outputs are brought forth.
 
According to Ahmed (2011), as an organization that is staffed with competent men and women and well managed, the Nigerian public’s expectations from the public service, in terms of service delivery include a public service that is:
1.  Courteous, friendly, receptive and is helpful in its relationship with the public
1.  Eager and proactive in offering information to the public with feedback and followup
1.  Transparent, honest and averse to corruption, fraud and extortion of the public in official dealings
1.  Exemplary in its standards of efficiency in both production and rendition of services with minimal waste
1.  Punctual and time conscious in all official business
1.  Run on well planned programmes with activity schedules and calendars that are firm and respected
1.  Prompt in response to problems and complaints of the public, which are conclusively attended to.
1. Objective, professional, fair and patriotic in the treatment of matters of public interest or cases entailing competition among persons or organizations.

2.1.4 Dimensions of Service Delivery
Service delivery is a multifaceted concept that encompasses various dimensions. These dimensions are interconnected and influence one another, contributing to the overall quality and effectiveness of service delivery. By considering these dimensions of service delivery, organizations can create a comprehensive and citizen-centric service delivery strategy, leading to increased citizen satisfaction, loyalty, and staff retention. Mare and Benington (2010) have identified the following as the dimensions of service delivery;
1. Quality of Service: This has to do with meeting customer expectations and needs, providing accurate and reliable information, and ensuring timely and efficient service.
2. Accessibility: In accessibility, emphasis is on providing easy access to services, ensuring services are available to all customers, and offering alternative channels for service delivery (e.g., online, phone, in-person)
3. Reliability: Reliability entails making consistently delivering-of high-quality services, minimizing errors and downtime, and ensuring continuity of services.
4. Responsiveness: Responding promptly to citizen inquiries and requests,providing timely feedback and updates, and being proactive in addressing citizen needs.
5. Empathy and Personalization: This involves understanding and addressing citizen needs,providing personalized services and solutions, and showing empathy and compassion in service delivery.
6. Communication: This involves making clear and effective communication with ciyizens, providing transparent and timely information, and encouraging feedback and dialogue.
7. Timeliness:This entails delivering services within a reasonable time-frame, meeting deadlines and schedules, and minimizing waiting times and delays.
8. Cost-Effectiveness: Ensuring the provision of services at a reasonable cost,ensuring value for money, and minimizing waste and inefficiency.
9. Safety and Security: This has to do with ensuring the safety and security of citizens and staff, protecting citizens’ data and confidentiality, and minimizing risks and hazards.
10. Continuous Improvement: The emphasis in this has to do with regularly evaluating and improving services, encouraging feedback and suggestions, and embracing innovation and best practices.

2.2 Contextual Review
2.2.1 Career Development and Service Delivery
As an employer, investing in employee’s career development is an excellent way of retaining staff, increasing motivation, and accelerating leaders. Whether employees are just starting their careers, mid-level, or at the top of the ladder, career development is important to help them learn new skills and progress within their roles. It can also help to build a strong, committed, skilled workforce. Career development refers to the processes organizations implement to support employees and encourage their career progression. Careers are rarely static. Skills, circumstances, desires, and motivations change over time and impact what people want out of their professional lives (Rashmi, 2019). Employees may start their job excited to learn about a new role and responsibilities, and over time, motivations change, and they start to look at what they can do to move onto a more senior position. Thus, employer can facilitate this process to ensure the retention of ambitious staff who want to learn and progress to more senior roles, and become motivated as a team as it allows them to learn new skills, and that make them better equipped to perform their functions. Career development initiatives could support people strategically by working on goals and offering in-house training, mentoring, coaching, and accelerator programs.

According to Rashmi (2019) career development opportunities include;appraisals and reviews, mentoring programs, shadowing, coaching. In-house training, training grants or bursaries, networking, workshops and conferences. Organizations can use career development to support employees, help them discover what they want from their careers, and guide them through defined goals to achieve success. As pointed out by Minh, etal (2024) it may involve one or more approaches, such as:obtaining certifications, gaining a degree or other credentials, progressing to a more senior role, reaching leadership positions, learning new skills, expanding, professional networks, keeping up to date with trends, developing a career plan. Some agencies require continuing education, which can be a form of professional development.

Investing in employees, inspiring them to achieve, and allowing them to feel supported improves motivation, job satisfaction, and productivity. In turn, this leads to a lower turnover of staff as they are happy and are less likely to look to move elsewhere. The agency saves the time, money, and resources which would otherwise have been spent on recruiting and training new employees. In the words of supporting staff to be even better at their jobs and to be on top of industry trends and developments positively impacts the agency/employer. This is because the better the workforce performs, the more knowledgeable and competitive the agency becomes in service delivery. In a survey by Odunayo (nd) 63 percent of employees who left their jobs did so because of a lack of career advancement opportunities. Therefore, getting to know ones employees, nurturing their talent, and shaping them as managers of organizations from the inside is a means of growing talent that understands the institution and this makes them committed in service delivery. 

Sunday and Byamukama (2017) explored the Career Development and Employee Performance in Commercial Banks in Illala District, Dar El Salaam Tanzania. The study adopted a quantitative paradigm with cross sectional and correlation designs. Regression was used to test the predictive power of the variables. The findings revealed that career development carried out in banking institutions has a great impact on motivation of the employees which leads to good performance. If employees are not encouraged and guided to develop their special abilities through effective supervision, it can demotivate them. Some employees do not perform well because they lack regular and effective supervision by their managers. Also, there was a study by Muhammad et al. (2021) that investigated the relationship between five factors of job satisfaction and organizational performance in Pakistan's Banking sector. Using the structural and measurement models, the study’s findings were mixed. On one hand, payment (salary) and promotion were found not to have any relationship with organizational performance. However, on the other hand, supervision, fringe benefits, and contingent rewards (proxy for job satisfaction) were found to positively correlate with organizational performance.

2.2.2 Career Development and Service Delivery in Enugu East Local Government
Career development and service delivery are crucial components of effective governance in local government areas. The availability of skilled personnel is crucial for effective service delivery. However, research has shown that manpower development in Enugu East local governement has been encouraging . Career development and service delivery are interconnected in Enugu East local government. In Enugu East local government, the development of employees' careers and the delivery of services to the community are interconnected and interdependent. Career development in Enugu East local government has been used as means of improving employees' skills, knowledge, and competencies thereby enhancing the performance and advancing workers careers. According to Udenta (2019) in Enugu East local government, career development  programs carried out have helped employees acquire new skills and knowledge, leading to improved job performance and productivity. Also, career development opportunities motivate employees, boost their morale, and have reduced turnover rates. Udenta (2019) also adds that career development programs have helped to identify and develop future leaders, ensuring continuity and succession planning.

Thus, as a result of effective career development programms being carried out in Enugu East local Government, there has been effective provision of services to the community, including healthcare, education, infrastructure, and social services (Udenta, 2019). Career development programs have helped build a skilled and competent workforce, which has been very essential for delivering effective services to the community. In the words of  Odanwu, etal, (2024) career development opportunities carried out have improved employee productivity, enabling them to deliver services more efficiently and effectively. Equally worthy of note is the fact that career development programs  carried out in Enugu East local Government have helped employees develop the skills and knowledge needed to engage effectively with the community, understand their needs, and deliver services that meet those needs.

Such service delivery programs  have aimed to improve the quality of life for community members, addressing their needs and concerns. Effective service delivery brought about by career development builds trust between the local government and the community, fostering a sense of ownership and responsibility (Odanwu, etal, 2024). Service delivery programs have equally been seen in the areas of economic growth, creation of jobs, and attracting investments to the local government area. Career development and service delivery have been critical components of effective governance in Enugu East local government. By investing in career development programs, the local government has been able to build a skilled and competent workforce, improved productivity, and enhanced community engagement. This, in turn,  has led to more effective service delivery, improved community well-being, and enhanced community trust in the local Government. Overall, the extent of service delivery in Enugu East local government  has been greatly influenced by career development.
2.2.3  Impact of  skill development on accessibility of service
UNESCO (2010) defines skills development as the acquisition of practical skills and knowledge related to particular occupations. This implies that skills development has to do with the trainings that enhance the skills of labour force for particular occupations. Given the size of the developed countries' economies, skill development are required to sustain growth, whereas developing countries require these trainings to enter new markets/industries. Skills development improves the mobility of workers who do not wish to pursue higher education in order to find relevant job. It is also viewed as a tool for equipping workers with skills and enabling them to find work, thereby addressing the problem of unemployment. Many countries, rely on skill development to help them to compete in the local market (Bhurtel, 2015). 

According to the ILO (1980), given the higher employment opportunities in informal economy than the formal economy, skills development is important to reduce the gap between the skills required for a job and to get the employment.Thus, skill development can impact the accessibility of services by improving the skills of the workforce, which can lead to better quality work and increased output. Skilled workers are often preferred by businesses, and can help countries become more competitive. Again, according to Victor etal (2022) service providers with strong communication skills can better understand and respond to the needs of end users with diverse backgrounds, abilities, and languages. Service providers with advanced problem-solving skills can adapt to unique end users needs and find creative solutions to accessibility barriers. Also adds that service providers with cultural competence training can better understand and serve customers from diverse cultural backgrounds, thereby improving accessibility for marginalized communities. In the words of Victor etal (2022) service providers with technical skills, such as proficiency in assistive technologies, can improve accessibility for customers with disabilities.This equally means that service providers with excellent customer service skills can provide personalized support and accommodations, improving the overall accessibility of the service. Also point to the fact that service providers with the ability to adapt to changing customer needs and circumstances can improve accessibility by being more flexible and responsive. Therefore, service providers with knowledge of accessibility standards and regulations can ensure that services are designed and delivered in a way that meets the needs of end users with disabilities.

By developing workers skills, service providers can; improve citizen satisfaction, enhance the reputation of organization that prioritizes accessibility and inclusivity thereby building trust with citizens and stakeholders. By providing accessible services, organizations can tap into new markets and customer segments, increasing their market share and revenue. By providing accessible services, organizations can reduce the number of complaints and disputes related to accessibility Victor etal (2022). Overall, skill development is essential for improving the accessibility of services and ensuring that organizations can provide high-quality, inclusive services to diverse populations.

2.2.4 Career exploration and service availability
In the broad psychological literature, exploration is defined as “the process of eliciting and sustaining one’s interest in an environment, thereby encouraging exploration and the acquisition of valuable new knowledge” (Herzog & Larwin, 1988). The exploratory behavior in this process involves individuals actively considering opportunities for the development and constitution of their self-identity as they navigate their associated environments (Abu-Rayya, 2006). By engaging in exploratory processes or behaviors, individuals actively question, experiment with, and weigh various identities before making a decision about the values, beliefs, and goals that they will pursue (Crocetti, Sica, Schwartz, Serafini, & Meeus, 2013). The literature suggests that exploration is a general construct that usually needs to be contextualized to fit a specific domain of interest. As stated above, in the field of careers, Stumpf et al. (1983) described career exploration as a process characterized by exploratory behaviors and cognitions that relate to vocational development. This process involves four aspects: “(1) where one explores, (2) how one explores, (3) how much one explores, and (4) what one explores (i.e., the focus of exploration)” (Stumpf et al., 1983). Under this model, individuals seek information from different sources of which the major ones are the self and the environment. They intentionally and systematically, or fortuitously and randomly, explore the environment and the self.

However, the frequency of the exploration and the amount of information obtained by individuals may vary. During the exploration process, individuals consider different occupational fields and may place varying degrees of focus on their career objectives. Career exploration and service availability are closely linked. Career exploration can help identify areas where there is a shortage of skilled workers, allowing organizations to develop training programs and services to address these gaps. By understanding the career aspirations and needs of their customers, organizations can develop services that meet these needs, such as career counseling, job training, and education programs. Career exploration can help organizations understand the skills and knowledge required to deliver effective services, ensuring that staff are equipped to provide high-quality service. Career exploration can help identify barriers to service accessibility, such as lack of transportation or childcare, and inform the development of services that address these barriers. It can help individuals develop the skills and knowledge required to access better-paying jobs and careers, contributing to workforce development and economic growth (Stumpf et al., 1983).

Conversely, service availability can also impact career exploration. For example; the availability of career resources, such as career counseling and job training programs, can impact an individual's ability to explore career options.The quality of services, such as education and training programs, can impact an individual's ability to develop the skills and knowledge required for their chosen career. The location and accessibility of services can impact an individual's ability to access career resources and support. Overall, one can rightly infer that career exploration and service availability are interdependent, and understanding the relationship between the two is essential for developing effective services that support career development and workforce growth.

2.2.5 Career mentorship and reliability of service
Career mentoring is a dynamic and mutually beneficial relationship between an experienced, knowledgeable professional (mentor) and an individual seeking guidance and support (mentee). The mentor shares insights, knowledge, and advice based on their own experiences, while the mentee absorbs this wisdom to make informed decisions about their career path. Open communication, trust, and a commitment to the mentee’s growth characterize the relationship, (Mentoring complete, 2023). Career mentoring is a specific type of mentoring focused on helping junior or early-career employees navigate their way through their careers. Within career mentoring, an individual with experience, tenure, and a senior-level position within the field of interest acts as a mentor, (Cook, 2023).

Career mentorship and reliability of service are closely linked. Career mentorship can impact the reliability of service in so many ways. According to a career mentor can provide consistent guidance and support, ensuring that individuals receive reliable and trustworthy advice throughout their career journey. He adds that career mentors can offer personalized support tailored to an individual's specific needs and goals, increasing the reliability of the service. Opins that career mentors can hold individuals accountable for their actions and progress, ensuring that they stay on track and follow through on commitments. As opined by (Cook, 2023) they can as well provide access to their professional network, increasing the reliability of the service by connecting individuals with valuable resources and contacts. This is because career mentors can share their expertise and experience, providing reliable and informed guidance on career-related matters.

Conversely, the reliability of service can also impact career mentorship. For example; in the opinion of  a reliable service can establish trust and credibility with individuals, making them more likely to engage with career mentorship and seek guidance. A reliable service can provide a dependable and consistent experience, ensuring that individuals can rely on the service to support their career goals. concours to this when he says that the reliability of the service can impact the quality of mentorship provided, with reliable services more likely to offer high-quality mentorship and support. To ensure the reliability of career mentorship services, organizations can; establish clear expectations by clearly defining the scope and expectations of the mentorship service, provide training and support by offer training and support for mentors to ensure they have the necessary skills and knowledge; monitor progress by regularly monitoring the progress of individuals and mentors to ensure the service is meeting its intended goals (Cook, 2023).

2.4 Empirical Review
Sao, etal (2019) studied how employee training contributes to service quality and sustainability.The objective of this study was to examine the relationship between human resources, employee productivity and sustainability within the golf club sector of the hospitality industry. The study aims to dispel the idea that training is not essential for both employee and organisation. The study used a mixed method approach with both quantitative and qualitative data to establish resource efficiency within golf clubs to ensure sustainability. Firstly, the questionnaire to the club managers provided data about the general human resource and employee information. Secondly, the interviews established the resources necessary to satisfy the needs of the members, which assist the clubs to remain sustainable. The study found out that training remains a necessary part of employee retention and staff development but also contributes to improved service quality, and the retention of members and employees satisfies the aspects of economic and social sustainability, as there is an improvement in the business finances, as well as a positive impact on the community. The study therefore concludes that The truism is that training contributes to employee growth and satisfaction and positively impact on service delivery. It therefore recommended that there is need to upskill employees because while training is viewed as an incentive to the employee, it contributes to the sustainability of the clubs because productivity and service quality is improved. 

Odunayo (2024) researched on the Effect of Mentoring on Employee Performance of Selected Small and Medium Scale Enterprises in Lagos State. The study sought to establish the effect of mentoring on employee performance of selected small and medium scale enterprises in Lagos State, Nigeria. The study was anchored on Equity theory. The study used a survey research design. The unit of analysis was owners/managers of registered SMEs in Lagos State.The target population was all the registered 8,396 SMEs in Lagos State. A sample of 370 owners/managers (respondents) was selected through simple random sampling.An adapted and structured questionnaire was used in collecting primary data. A pilot study was conducted to ensure the data collection tool was reliable. The collected data was analysed using inferential statistics with the help of Statistical Package for Social Sciences, version 26.0. The study found that through Apprenticeship training, the employees are able to improve their productivity. In addition, the study found that Coaching had a significant influence on Employee Commitment. The study also found that through employee orientation, the employees are able to improve their citizenship behaviour in the organisation. The paper concluded that the if supervising agency of selected oil and gas upstream companies in Nigeria can develop policy guidelines aimed at expanding and improving efficiency of the companies, it will facilitate high organisational outcome. The studyrecommended that SMEs owners in Nigeria should encourage mentoring of their employees through apprenticeship, coaching and orientation in relation to their previous efforts as this has been shown to improve employee performance.

Victor (2022) studied Employee Involvement and Service Delivery. This paper theoretically examined the concept of employee involvement and service delivery in organizations. The paper found that a well planned and implemented involvement programme generates high level of employee service delivery.The study concluded that employee involvement helps organizations to quickly resolve problem, boost workers morale and consequently impact on service delivery of an organization. The paper therefore recommends that management should seek to enhance the adoption of both direct and indirect involvement elements such as work unions and collective bargaining agreements as tool of supporting better service delivery. It is recommended that management should seek to create and promote employee involvement culture in the decision making process that affects service delivery because of the enormous benefits that can be derived from it.

Minh (2024) studied Career exploration and its influence on the relationship between self-efficacy and career choice: The moderating role of social support. A convenient sampling method was applied, with 340 Vietnamese students responding to the questionnaire on Google Forms between August and October 2022. The results supported the research hypotheses, with environmental exploration emerging as the most decisive factor influencing career choice. The most exciting finding of this article is the negative impact of social support on the relationship between environmental exploration and career choice. Finally, the results underscore the significance of implementing career guidance and providing career experiences for university students at educational institutions.

Rashmi (2024) conducted a research on an Overview of Citizen Satisfaction with Public Service: Based on the Model of Expectancy Disconfirmation. The primary objective of this article was to gauge the satisfaction of the citizen with the help of expectancy disconfirmation model (EDM) and discover areas for future research dependent on this model. This study examined expectancy disconfirmation model utilized in government sector to measure citizen satisfaction reported in literature since 2004. This review was an attempt to identify the linkage between each of the studies and figure out the gap for upcoming research. Review of entire past researches revealed that satisfaction is a function of expectation, perceived service quality and disconfirmation (expectation—perception about service quality) of beneficiaries. The review concluded that the expectation intended to a particular service is changing with the passage of time. It therefore recommended that there is need for a continous growth of literature in the domain of citizen satisfaction to provide a continuous learning from the findings of earlier researches. This study drew a new dimension to the practitioners in this specific field. 

Eunice (2016) carried out a research on the Influence of Career Development on Service Delivery in the Public Sector. The objective of the study was to assess the influence of career development on service delivery among the trained personnel. The study sought to investigate the challenges faced by the trained personnel in advancing after being developed and the influence it has on service delivery. The target population was 1050 employees and the sample size was 105 employees. The data collected helped in finding out the influence of career development on service delivery. A qualitative research approach of data collection was adopted using questionnaires, observations and interviews. The paper found that how career development influences service delivery is not well searched in the government. The paper concluded that career development influences service delivery.The recommendation was that the Public Service Commission of Kenya should continously carry out proper planning and coordination of training activities and career development in the Public Service.
Similarly, Osakede, etal (2015) studied Improving Public Service Delivery in Nigeria: A Paradigm Shift between Traditional Public Administration and New Public Management.This paper presents the efforts at improving public service delivery through NPM reforms in Nigeria. The paper states that in order to benefit from the NPM ideas, the public sector in Nigeria needs to develop sound bureaucratic principles that would become the foundation upon which the NPM principles can be progressively embraced and nurtured. It concludes that improving technical, managerial and leadership skills of government employees in various ministries is vital if Nigeria is to benefit from the administrative technology brought forth by the NPM ideas. The paper recommends that this effort must further be supported by a strong ownership of reforms and political will.

In his own research, Ekeyi(2024) studied Human Capital Development and Service Delivery in Nigeria Public Sector: An Appraisal of Enugu Electricity Distribution Company of Nigeria Awka Business Unit.This research work was designed to have an overview of personnel management and service delivery in Nigeria public sector. Appraising Enugu Electricity Distribution Company of Nigeria, Business unit as a case in point, the problem necessitating this work was to find out how best the heads of personnel department in public sector shall manage the Human Resources in order to attain maximum productivity and service delivery. The researcher used primary and secondary sources of data collection to obtain the information used in this study. The questionnaire distributed, and collected were analyzed using simple percentage table, putting these methodologies in place. The researcher found out that existence of unskilled workforce retard productivity in the organization.It concluded that service delivery in public sector is poor and development/performance. It recommended that appraisal of personnel has to be taken serious to meet changing demand of personnel management.

Hangeior etal, (2024) equally conducted a research on Career Development and Employee Retention in the Benue State Civil Service. The paper examined the effect of career development on employee retention in the Benue State Civil Service. This study adopted survey research design, the sample size for the study was 200 across the Benue State Civil Service. Data were collected using a self-mixed questionnaire with response rate of 200 percent. The paper had a total population of fourteen thousand nine hundred and sixty-six (14,966) (Benue State civil service commission worker’s register, 2023). The analysis of data was done using simple frequency distribution and percentages. The multiple regression analysis t-test was used alongside Ordinary Least Squares (OLS) technique in estimation. The Findings revealed that self-certification has significant relationship on employee retention of Benue State civil service and seminars have significant relationship on employee retention of Benue State civil service. The study further revealed that career development affected the employee retention of Benue State civil servants. The study concludes that certification, seminars, internship and coaching positively affected the employee retention in the Benue State Civil Service. This implies that investing in certification, seminars, internship, and coaching programs can effectively enhance employee retention within the Benue State Civil Service. The study recommended among others that Policy makers of various ministries should expand the availability of certification programs relevant to the roles and responsibilities within the Civil Service, and clearly communicate the career advancement opportunities associated with obtaining specific certifications, emphasizing their importance in professional development and progression within the Civil Service. This can be done by partnering with accredited institutions or professional organizations to offer a diverse range of certifications.

Ediongsenyene etal (2024) researched on Dimensions of Service Delivery and Customer Patronage of Akwa Ibom Transport Company (Aktc) in Uyo Metropolis. This study examined the effect of service delivery dimensions on customers' patronage of Akwa Ibom Transport Company (AKTC) in Uyo metropolis. It adopted, service responsiveness, service reliability and service empathy as proxies of the independent variables (service delivery dimensions) and customer patronage was used as dependent variable. Descriptive survey research design was adopted and the population of the study followed the 2015 estimated (413,381 people) as the population of Uyo metropolis. Taro Yamane formula was used to realize a sample size of 400. However, 369 copies of the questionnaire were retrieved from the passengers of (AKTC) in Uyo metropolis who were the respondents of the study. Questionnaire was the major instrument for data collection. Demographic data were analyzed with descriptive statistics and Pearson Product Moment Correlation Coefficient Model was used as the data analysis technique to test the three hypotheses. In order to actualize the objectives, the hypotheses were tested and major findings revealed that; there were positive and significant relationships between all the three proxies of services delivery dimensions (service responsiveness, service reliability, and service empathy), and customers' patronage of AKTC in Uyo metropolis. In conclusion, there is a relationship between service delivery and customers' patronage of AKTC in Uyo metropolis. The researchers recommend that customer service providers at AKTC should develop empathic customer service strategies that will delight special customers. Furthermore, they opined that the management of the company should supervise the customer service personnel closely so that anyone who does not have good customer relationship skills is taken off from that department.

2.4 Theoretical Review
There are several theories of career development that attempt to explain how individuals make career choices and develop their careers over time. According to Yates (2020) the following are the theories of career development: 
1. Trait and Factor Theory: This theory, developed by Frank Parsons, suggests that career choice is based on a match between an individual's traits (abilities, interests, and personality) and the factors required by a particular occupation.
2. Holland's Theory of Vocational Choice: John Holland's theory proposes that individuals are attracted to careers that align with their personality types, which are categorized into six themes: Realistic, Investigative, Artistic, Social, Enterprising, and Conventional.
3. Super's Life-Span, Life-Space Theory: Donald Super's theory views career development as a lifelong process that involves a series of stages, including exploration, establishment, maintenance, and decline.
4. Krumboltz's Social Learning Theory: John Krumboltz's theory suggests that career choices are influenced by an individual's learning experiences, including reinforcement, punishment, and observation.
5. Gottfredson's Theory of Circumscription and Compromise: Linda Gottfredson's theory proposes that individuals eliminate career options based on their perceptions of the occupation's prestige, sex type, and field of work.
6. Social Cognitive Career Theory: This theory, developed by Robert Lent, Steven Brown, and Gail Hackett, emphasizes the role of self-efficacy, outcome expectations, and goal-setting in career development.
7. Chaos Theory of Careers: This theory, developed by Robert Pryor and Jim Bright, views career development as a complex, dynamic process that is influenced by chance events and unpredictable circumstances.
8. Career Construction Theory: This theory, developed by Mark Savickas, emphasizes the role of narrative and storytelling in career development, suggesting that individuals construct their careers through the stories they tell about themselves.
9. Self-Directed Career Management Theory: This theory, developed by Douglas Hall, emphasizes the importance of self-directed career management, including self-awareness, self-reflection, and self-directed learning.
10. Integrative Life Planning Theory: This theory, developed by Richard Bolles, emphasizes the importance of integrating career development with other aspects of life, including relationships, leisure activities, and personal growth.

2.5 Theoretical Framework
This research project is hinged on Social Cognitive Career Theory (SCCT). Social cognitive career theory (SCCT) focuses on explaining how people develop and make career choices. The theory is aimed at explaining three interrelated aspects of career development: (1) how basic academic and career interests develop, (2) how educational and career choices are made, and (3) how academic and career success is obtained. Developed by Robert W. Lent, Steven D. Brown, and Gail Hackett in 1994, SCCT is based on Albert Bandura’s general social cognitive theory. Three intricately linked variables—self-efficacy beliefs, outcome expectations, and goals—serve as the basic building blocks of SCCT. Self-efficacy refers to an individual’s personal beliefs about his or her capabilities to perform particular behaviors or courses of action. Unlike global confidence or self-esteem, self-efficacy beliefs are relatively dynamic (i.e., changeable) and are specific to particular activity domains. People vary in their self-efficacy regarding the behaviors required in different occupational domains. For example, one person might feel very confident in being able to accomplish tasks for successful entry into, and performance in, scientific fields but feel much less confident about his or her abilities in social or enterprising fields, such as sales. SCCT assumes that people are likely to become interested in, choose to pursue, and perform better at activities at which they have strong self-efficacy beliefs, as long as they also have necessary skills and environmental supports to pursue these activities.

1: Self-efficacy beliefs: An individual's confidence in their ability to perform tasks and achieve goals. They are assumed to derive from four primary sources of information: personal performance accomplishments, vicarious experiences (e.g., observing similar others), social persuasion, and physiological and emotional states. Personal accomplishments (successes and failures with specific tasks) are assumed to offer a particularly compelling source of efficacy information, but the nature of the social models and reinforcing messages to which one is exposed, and the types of physiological states one experiences while engaged in particular tasks (e.g., low levels of anxiety), can all affect one’s self-efficacy regarding different performance domains.
2: Outcome expectations: This refer to beliefs about the consequences or outcomes of performing particular behaviors (e.g., what will happen if I do this?). It has to do with an individual's beliefs about the consequences of their actions and choices. The choices that people make about the activities in which they will engage, and their effort and persistence at these activities, entail consideration of outcome as well as self-efficacy beliefs. For example, people are more likely to choose to engage in an activity to the extent that they see their involvement as leading to valued, positive outcomes (e.g., social and self-approval, tangible rewards, attractive work conditions). According to SCCT and the larger social cognitive theory, persons’ engagement in activities, the effort and persistence they put into them, and their ultimate success are partly determined by both their self-efficacy beliefs and outcome expectations.

3: Personal goals may be defined as one’s intentions to engage in a particular activity (e.g., to pursue a given academic major) or to attain a certain level of performance (e.g., to receive an A in a particular course). In SCCT, these two types of goals are, respectively, referred to as choice goals and performance goals. By setting goals, people help to organize and guide their own behavior and to sustain it in the absence of more immediate positive feedback and despite inevitable setbacks. Social cognitive theory posits that goals are importantly tied to both self-efficacy and outcome expectations: People tend to set goals that are consistent with their views of their personal capabilities and of the outcomes they expect to attain from pursuing a particular course of action. Success or failure in reaching personal goals, in turn, becomes important information that helps to alter or confirm self-efficacy beliefs and outcome expectations.
4: Learning Experiences: An individual's experiences and interactions shape their self-efficacy, outcome expectations, and personal goals.
5: Contextual Factors: Environmental and social factors influence an individual's career choices and development.
Implications of SCCT
1. Career Counseling: SCCT informs career counseling practices by highlighting the importance of self-efficacy, outcome expectations, and personal goals.
2. Career Development: SCCT emphasizes the role of learning experiences and contextual factors in shaping career development.
3. Diversity and Inclusion: SCCT recognizes the impact of contextual factors on career choices and development, highlighting the need for inclusive and supportive environments.
Strengths and Limitations of SCCT

Strengths
i. Integrates social cognitive theory and career development literature
ii. Emphasizes the importance of self-efficacy and outcome expectations
iii. Recognizes the role of contextual factors in career development
Limitations
I. May overlook the impact of systemic barriers and structural inequalities
II. Assumes a linear and rational career decision-making process
III. May not fully account for the complexity of career development in diverse contexts.


     	 CHAPTER THREE
  METHODOLOGY
3.1 Research Design
The researcher used a descriptive research design, which were undertaken to ascertain and be able to describe the characteristics of the variables of interest in a situation. Hence the current study used descriptive research design.
3.2 Source of Data
Data for this study were sourced from primary sources through the the administration and collection of questionnaires.
3.3 Area of Study
The areas for this study are Enugu North and  is Enugu East Local Government Areas of Enugu state.
Enugu North
Enugu North Local Government Area is one of the 17 LGAs in Enugu State, located in the southeastern region of Nigeria. The headquarters is Enugu (the LGA includes part of Enugu city itself). It roughly lies around 6°28′N 7°30′E. Enugu North is largely urban, forming a central part of the capital city of Enugu State. Enugu North is one of the three LGAs that make up the Enugu metropolis, along with Enugu South and Enugu East. It has several wards, such as Ogui Township, Asata, and New Haven, among others. The area is densely populated and urbanized. Residents are predominantly Igbo, with Igbo language and English widely spoken. Being part of Enugu city, the economy is driven by commerce, civil service, and small-scale enterprises. The area has access to educational institutions, government offices, hospitals, markets (like Ogbete Main Market), and banks. It hosts several notable institutions including Government College Enugu, Queen's School, and branches of higher institutions. Like all LGAs in Nigeria, it’s headed by an elected Local Government Chairman and council.

Enugu East
Enugu East Local Government Headquarters of Enugu state. Enugu State is one of the 36 states in Nigeria, located in the southeastern region of the country. It is known for its rich cultural heritage, natural resources, and economic significance. Enugu East local government headquarters is located in Nkwo Nike. Enugu East is one of the 17 local government areas in Enugu State, Nigeria, and it's made up of three zones or districts: Nike-Uno, Ugwogo, and Mbuli Njodo. The local government has a population of 279,089 people, according to the 2006 census, and it covers an area of approximately 383 square kilometers.

3.4 Population of the Study
The population of this research work consisted of the entire staff of the Enugu North and Enugu East local Government areas. The total strength of the staff of the two local governments as at January 2025 was said to be 1200.
Table 1: Population Distribution Table
	S/N
	Department
	Number of Staff
	Percentage

	1
	Administration and Finance
	500
	41.7%

	2
	Works
	300
	25%

	3
	Personnel
	200
	16.7%

	4
	Education
	200
	16.7%

	TOTAL
	
	1200
	100%


Source; Enugu State Local Governement Service Commission 2025
3.4 Sample Size Determination
As a result of the large nature of the population, the researcher applied Taro Yamani's Formula to get the sample size from the total population.
Sample size (n)	=	 		N	 1+N(e)2
Where
n	=	sample size
N	=	Total population
e	= level of significant or degree of freedom 0.05 Solution
Thus, n	=		N	 l+ N(e) 2
n	=	 1200	 1+1200(0.05)2
n	=	1200-1+1200x0.002
n	=	300
Therefore, the sample size is 300
3.5 Sample and Sampling Technique
This study adopted a simple random sampling technique. A random sampling is a method used in statistics to select a subset of individuals from a larger population where each member of the population has an equal chance (probability)of being chosen.
3.6 Instrument for Data Collection
The main data collection instrument for the study was questionnaires with structured and open- ended questions. The questionnaires comprised of investigative questions and personal details. This instrument was found to be most convenient because it enabled respondents to express their views freely concerning career development. The questionnaires were used in this study since they saved time and could enable information be gathered within the shortest possible time, it facilitates the collection of potential information from a large sample of respondents and it enabled the responses to be gathered in standardized way. 

3.7 Validity of Research Instrument
Validity is often defined as the extent to which instrument measures what it purports to measure (Bolarinwa, 2015). For validity to take place an instrument should be reliable for better results. According to Wire (2015) validity is the degree by which the sample of test items represents the content the test is designed to measure. To establish the validity of the data collection instruments, the researcher used content validity and an expert in a specific field.

3.8 Reliability of Research Instrument
Reliability is the ratio of the true score’s variance to the observed variable’s variance. It can estimate and evaluate the stability of measures and internal consistency of measurement instrument while rating the reliability of the instrument scores (Tabachnick & Fidell, 2013). Reliability means the ability of a measuring instrument to give accurate and consistent results. To establish reliability of the instrument, the researcher employed a small-scale replica and rehearsal of the main study. Kothari (2013) prescribes that a pre-test sample should be between 10% and 30% depending on the sample size. The pilot study assisted in determining the suitability and ease of use of the research instruments and the operational aspects of administering the questionnaires. In this study the purpose of a pilot test was to discover possible weaknesses, inadequacies, ambiguities and problems in any aspect of the research process. A pilot-test was conducted in Enugu Noth and Enugu East local Government Headquarters where 12 questionnaires were issued out representing 10% of the population. According to Wire (2015), it is necessary to have a pilot test for testing the reliability of data collection instruments. Reliability for the consistency of measurement were assessed using the test–retest reliability method.

3.9 Method of Data Collection
The current study majorly used the primary data. The Primary data was obtained from the main respondents of the study using semi-structured questionnaires. The questionnaires were designed in line with the research objectives. This ensured that the data collected were essential in solving the research problem. The study used the drop and pick method in the data collection. The researcher carried out a pilot test before the final and actual data collection process. The respondents were assured of the confidentiality for their views. Ethical issues were seriously taken into consideration during the collection of the data from the field. The main purpose of the study was purely for academic reasons hence there was guarantee of confidentiality and anonymity of the responses as indicated in the letter. Data collected were handled with great confidentiality to avoid disputes.

3.10 Method of Data Analysis
Immediately after collecting the data from the field, the researcher coded and edit for the purposes of ensuring comprehensiveness and accuracy of the filled questionnaire. The actual numbers of questionnaires were counted and each respondent comment taken into consideration with a major intention of getting a true and clear picture of the respondents on service delivery. The data derived from the field were analyzed by use of descriptive statistics such as mean, standard deviation and frequencies and data presented using tables. The current study also adopted inferential statistics. The specific inferential statistics include a multiple linear regression model. The study utilized content analysis for the qualitative data. Microsoft excel were used to complement SPSS especially in production of diagrams and tables. The multiple linear regression models were used to measure the relationship between the independent variables and the dependent variable which are explained in the model.
Y= β0 + β1X1 +ε	Equation 2
Where;
Y represents service delivery
β represent a constant
β1 represents the standardized regression coefficients of independent variables
X1 represents staff training
ε	represents error


CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
In this chapter, the data collected were presented in tables and in simple percentages. A total of 300 questionnaires were administered to staff of Enugu North and Enugu East Local Government Areas. Of the three hundred questionnaires, Two Hundred and Ninety (290) were returned while ten (10) were not returned for some obvious reasons. Thus, the analysis of data was based on the returned questionnaires.
Section A: 
Table 2: Bio data of respondents 
	Options
	Frequency
	Percentage 

	Male
	230
	79%

	Female
	60
	21%

	Total
	290
	100%


Source: Field survey, 2025
The table 2 above shows that out of the two hundred and ninety respondents that completed and returned their questionnaires, two hundred and thirty of them representing seventy nine percent were males while sixty of the respondents representing twenty one percent were females. This meant that majority of the respondents were of the male folk.
Table 3:  Age Distribution of the Respondents
	Age bracket 
	Frequency
	Percentage

	18 – 25
	50
	17%

	26 – 35
	70
	24%

	36 – 45
	110
	38%

	46 – 55
	60
	21%

	Total
	290
	100%


Source: Field survey, 2025
Table 3 above shows that out of the two hundred and ninety respondents that completed and returned their questionnaire, 50 respondents representing seventeen percent stated that their age bracket fell between 18 – 25 years, 70 of them representing twenty four percent stated that their age bracket fell between 26 – 35 years, 110 of them representing thirty eight percent stated that their age bracket fell between 36 – 45 years while 60 of the respondents which represents twenty one percent stated that their age bracket fell between 46 – 55 years. 
This indicates that the respondents were very much up to the age of reasoning and capable of answering the questions posited to them.
Table 4: Educational Qualification of the Respondents
	Options
	Frequency
	Percentage

	FSLC
	30
	10%

	WAEC
	65
	22%

	ND/NCE
	70
	24%

	HND/B.Sc./B.Ed.
	125
	43%

	Total
	290
	100%


Source: Field Survey, 2025
From the 4 table above, thirty of the respondents which represent ten percent were First School Leaving Certificate holders. Sixty five of the respondents representing twenty two percent were WAEC (O’ Level) holders. Seventy of the respondents which represent twenty four percent were ND/NCE holders. While 125 of the respondents representing forty three percent were holders of HND/B.Sc.
This means that the respondents were educated enough to understand and answer the questions properly.


Table 5: Marital Status of the Respondents
	Options
	Frequency
	Percentage

	Single
	70
	24%

	Married
	205
	71%

	Divorced
	15
	5%

	Total
	290
	100%


 Source: Field Survey, 2025
Table 5 shows that seventy of the respondents representing twenty four percent were single. Two hundred and five of the respondents representing seventy one percent were married while fifteen of the respondents representing five percent were divorced. This means that majority of the respondents were mature married men and women who were responsible enough and able to give reasonable response
.
SECTION B: Analysis of questionnaire from respondents
Table 6: Research Question 1: Impact of Skill Development on Accessibility of Services in Local Government
	S/N
	INQUIRY
	     FREQUENCY
	TOTAL

	
	
	SA 
	A 
	N 
	SD 
	D 
	

	A
	In the local government, skill developments have  improved the accessibility of services by enabling officials to design and deliver services that meet the needs of citizens.
	140
48%
	105
36%
	15
5%
	5
2%
	25
9%
	290
100%

	B
	Skill development in local government has  improved the accessibility of healthcare services by enabling healthcare workers to provide quality services.
	90
31%
	100
34%
	90
31%
	5
2%
	5
2%
	290
100%

	C
	Skill development in local government has given room for the accessibility of education services by enabling teachers and education officials to design and deliver inclusive education programs.
	110
38%
	120
41%
	55
19%
	10
3%
	45
16%
	290
100%

	D
	Technology enhances skill development and accessibility of services in local government by providing online training platforms, digital resources, and mobile applications.
	35
12%
	30
10%
	25
9%
	75
26%
	125
43%
	290
100%


Source: Field survey 2025
Interpretation
Table 6 (A) indicates that out of the 290 respondents, 140 representing 48 percent strongly agreed that in the local government, skill developments have  improved the accessibility of services by enabling officials to design and deliver services that meet the needs of citizens. 105 representing 36 percent agreed to the above statement.  15 respondents representing 5 Percent partially agreed while 5 respondents representing 2 percent partially disagreed. Twenty five respondents representing 9 strongly disagreed.
This shows that in the local government, skill developments have  improved the accessibility of services by enabling officials to design and deliver services that meet the needs of citizens.

Table 6 (B) indicates that out of the 290 respondents,90 representing 31 percent strongly agreed that skill development in local government has  improved the accessibility of healthcare services by enabling healthcare workers to provide quality services. 100 representing 34 percent agreed to that. 100 representing 34 percent partially agreed with that.  On the other hand, 90 respondents representing 31 percent partially disagreed.  Similarly, five respondents representing 2 percent partially disagreed while 5 representing 2 percent strongly disagreed.
This shows that skill development in local government has  improved the accessibility of healthcare services by enabling healthcare workers to provide quality services.

Table 6 (C) indicates that out of the 290 respondents, 110 representing 38 percent strongly agreed that Skill development in local government has given room for the accessibility of education services by enabling teachers and education officials to design and deliver inclusive education programs. One hundred and twenty representing thirty five point three percent agreed. 55 respondents representing 41 percent partially agreed. On the other hand, 10 respondents representing 3 percent partially disagreed. Similarly, 45 respondents representing 16 percent strongly disagreed to that.
This shows that Skill development in local government has given room for the accessibility of education services by enabling teachers and education officials to design and deliver inclusive education programs.

In table 6 (D), of the 290 respondents, 35 of them representing 12 percent strongly agreed that technology enhances skill development and accessibility of services in local government by providing online training platforms, digital resources, and mobile applications that support service delivery. 30 representing 10 percent agreed. 25 representing seven point four percent partially agreed.  On the other hand, fifteen respondents representing 9 percent partially disagreed. Similarly, 75 respondents representing 26 percent strongly disagreed.
This shows that Technology enhances skill development and accessibility of services in local government by providing online training platforms, digital resources, and mobile applications that support service delivery.
Table 7: To determine the level of Career Exploration Services Availability in Local Government
	S/N 
	INQUIRY
	              FREQUENCY
	TOTAL

	
	
	SA 
	A 
	N
	SD 
	D 
	

	A
	Career exploration services are available in my local government in different forms such as career counseling and coaching, internship and apprenticeship programs, career assessments and testing, job training and placement services.
	10
3%
	20
6.9%
	15
5%
	45
16%
	200
67%
	290
100%

	B
	To access career exploration services in my local government, I just need to contact the local government employment or career services department directly.
	170
57%
	80
28%
	5
2%
	5
2%
	30
10%
	290
100%

	C
	Career exploration services have increased my awareness of career options and opportunities.
	20
6.9%
	20
6.9%
	10
3%
	60
20.7%
	180
62%
	290
100%

	D
	The local government career exploration services has provided accessible and inclusive career counseling and coaching to individuals with barriers to employment.
	70
24%
	50
17%
	30
10%
	30
10%
	110
38%
	290
100%


Source: Field survey 2025
Interpretation
Analysis of table 7 (A) shows that of the 290 respondents, 10 respondents representing 3 percent strongly agreed that career exploration services are available in the local government in different forms such as career counseling and coaching, internship and apprenticeship programs, career assessments and testing, job training and placement services, etc.. 20 respondents representing 6.9 percent agreed to that statement. 15 respondents representing 5 percent partially agreed to that. On the other hand, 45 respondents representing 16 percent partially disagreed.  Similarly, 200 respondents representing 67 percent strongly disagreed.

The above responses show that career exploration services are available in the local government in different forms such as career counseling and coaching, internship and apprenticeship programs, career assessments and testing, job training and placement services, etc.

Analysis of table 7 (B) shows that of the 290 respondents, 170 respondents representing 57 percent strongly agreed that to access career exploration services in the local government, one just need to contact the local government employment or career services department directly. 80 respondents representing 28 percent agreed to the statement above. 5 respondents representing 2 percent partially agreed while same 5 numbers of respondents representing 2 percent partially disagreed. However, 30 of the respondents representing 10 percent strongly disagreed.
It therefore means that to access career exploration services in my local government, one  just need to contact the local government employment or career services department directly.

Analysis of table 7 (C) shows that of the 290 respondents, 20 respondents representing 6.9 percent strongly agreed that Career exploration services have increased my awareness of career options and opportunities.. Another 20 respondents representing 6.9 percent agreed to that. 10 respondents representing 3 percent partially agreed on that. 60 respondents representing 20.7 percent partially disagreed. 180 respondents representing 62 percent strongly disagreed.
It therefore means that career exploration services have increased my awareness of career options and opportunities.	

Analysis of table 7 (D) indicates that of the 290 respondents,70 respondents representing 24 percent strongly agreed that the local government career exploration services has provided accessible and inclusive career counseling and coaching to individuals with barriers to employment. 50 representing 17 percent agreed. 30 representing 10 percent partially agreed. Another 30 respondents representing 10 percent partially disagreed. However, 110 respondents representing 38 percent strongly disagreed.
The result shows that The local government career exploration services has provided accessible and inclusive career counseling and coaching to individuals with barriers to employment.

Table 8: To examine the extent of Career Mentorship and Reliability of Services in Local Government
	S/N
	INQUIRY
	                  FREQUENCY
	TOTAL

	
	
	SA 
	A 
	N
	SD 
	D 
	

	A
	Career mentorship service in my local government has been very reliable because of the availability of experienced and trained mentors.
	140
48%
	95
33%
	10
3%
	10
3%
	35
12%
	290
100%

	B
	Career mentorship services in the local government has been able to develop a more skilled and motivated workforce
	130
44.8%
	80
27.6%
	50
17%
	20
6.9%
	20
6.9%
	290
100%

	C
	Career mentorship services in the local government has been able to improve employee retention and reduction in turnover
	20
6.9%
	25
8.6%
	20
6.9%
	90
31%
	135
46.6%
	290
100%

	D
	Career mentorship services in the local government have been helped in attracting top talent and improved recruitment efforts.
	125
43.10%
	120
41.4%
	20
6.9%
	15
5%
	10
3%
	290
100%


Source: Field survey 2025
Interpretation
In table 8 (A), out of 290 respondents, 140 respondents representing 48 percent strongly agreed that career mentorship service in my local government has been very reliable because of the availability of experienced and trained mentors. 95 representing 33 percent agreed to the assertion, while 10 representing 3 percent partially agreed. 10 respondents representing 3 percent partially disagreed. Similarly, 35 respondents representing 12 percent strongly disagreed to the statement.
It could therefore be said that career mentorship service in my local government has been very reliable because of the availability of experienced and trained mentors.
 
In table 8 (B), of the 290 respondents, 130 respondents representing 44.8 percent strongly agreed that career mentorship services in the local government has been able to develop a more skilled and motivated workforce. 80 respondents representing 27.6 percent agreed to the assertion, while 50 of them representing 17 percent partially agreed. 20 respondents representing 6.9 percent partially disagreed. Similarly, 20 representing 6.9 percent strongly disagreed to the statement.
This means that  Career mentorship services in the local government has been able to develop a more skilled and motivated workforce. 

In table 8 (C), of the 290 respondents, 20 respondents representing 6.9 percent strongly agreed that career mentorship services in the local government has been able to improve employee retention and reduction in turnover. 25 representing 8.6 percent agreed to the assertion, while 20 representing 6.9 percent partially agreed. 90 representing 31 percent partially disagreed. In a similar way, 135 representing 46.6 percent strongly disagreed to the statement.
This means that in career mentorship services in the local government has been able to improve employee retention and reduction in turnover.
In table 8 (D), of the 290 respondents, 125 respondents representing 43.10 percent strongly agreed that career mentorship services in the local government have been helped in attracting top talent and improved recruitment efforts.. 120 representing 14.4 percent agreed to the assertion. 20 or 6.9 percent partially agreed. 15 representing 5 percent partially disagreed. Similarly, 10 representing 3 percent strongly disagreed to the statement.
This means that career mentorship services in the local government have been helped in attracting top talent and improved recruitment efforts.

4.3 Test of Hypothesis
Test of Hypotheses Hypothesis 1
In this study, one of the hypotheses guiding the research project was tested to establish if truly there is a significant relationship between the dependent variables and the independent variables (Career Development and Service Delivery).
Hypotheses 1
H01:  Skill development has had no significant impact on accessibility of service.

[image: wps1]X2 = (0E)2    E
To compute the degree of freedom, the formula is Df   =	(R-1) (C-1)
(4-1) (2-1)
3x 1
Df   -	3
However, at 5% level of significance, the degree of freedom at 3 = 7.82
Therefore, hypothesis 1 was be tested according to the research item from the questionnaire distribution table 6A which states that: H01:  Skill  development has had no significant impact on accessibility of service.
Frequency table
	Responses
	Frequency
	Percentage (%)

	Strongly Agree
	140
	48%

	Agree
Neutral
	 105
15
	36%
5%

	Strongly Disagree
	5
	3%

	Disagree
	25
	9%

	Total
	290
	100%


 
Chi-Square Table Calculation for Hypotheses 1
	Oi
	Ei
	Oi-ei
	(Oi-ei)2
	(Oi-ei)2

	
	
	
	
	Ei

	140
	58
	82
	6724
	115.9

	105
	58
	47
	2209
	38.08

	15
	58
	-43
	1849
	31.87

	5
25
	58
58
	-53
-33
	2809
1089
	48.43
18.78

	Total
	
	
	
	253.06


Source: As calculated by the researcher.
Therefore, the calculated chi-square value of X2 = 253.06.	
Decision Rule
If the calculated chi-square (X2) value is greater than the critical value of degree of freedom at 3 under 0.05 level of significance, the alternate hypothesis (H1) should be accepted and null hypothesis (H0) rejected and if the calculated X2 value is less than the critical value of degree of freedom at 3 under 0.05 level of significance, the null hypothesis (H0) should be accepted and alternate hypothesis (Hi) rejected. Therefore, since the calculated chi-square value of 253.06 is greater than the critical value at the alternate hypothesis (H1) is accepted and null hypothesis (H0) rejected.
4.4 Discussion of Findings
Objective 1: Assess the impact of skill development on accessibility of service in the local Government.
Skill development plays a significant role in enhancing the accessibility of services in local government by improving both the efficiency and responsiveness of public service delivery. When local government employees are well-trained and possess relevant skills, they are better equipped to understand community needs, adopt new technologies, and implement inclusive policies. It was found that skilled personnel contribute to more effective service delivery by reducing bureaucratic inefficiencies. For instance, training in digital tools enables employees to streamline administrative processes, improving access for citizens through e-governance platforms (Mukherjee & Malhotra, 2021). This is especially important in rural or underserved areas where physical access to government offices may be limited.
Secondly, skill development fosters better communication and engagement with the public. Staff trained in customer service and community engagement can interact more empathetically and professionally, thereby improving the public’s trust and willingness to use local government services (Khan et al., 2020). This also includes being sensitive to the needs of marginalized groups, ensuring that services are accessible to all, regardless of language, disability, or socio-economic status.
Moreover, developing managerial and leadership skills among local government officials enhances decision-making and policy implementation. When leaders are trained in inclusive governance and resource management, they are more likely to design and enforce policies that expand access to education, health care, and social welfare programs (World Bank, 2019).
Objective 2: Ascertain the extent to which career exploration has improved service availability in the local Government. 
Career exploration significantly contributes to improving service availability in local government by aligning workforce capabilities with service demands, enhancing employee motivation, and reducing turnover. This process allows individuals within the public sector to identify roles that best suit their skills and interests, leading to better job performance and, consequently, improved service provision. For one, career exploration helps match employees with roles that maximize their potential, ensuring that critical service areas are staffed effectively. According to Brown and Lent (2019), when employees engage in career exploration, they gain clearer insight into their strengths and career goals, which helps local governments deploy talent more strategically. This improves the allocation of human resources in departments that are essential for delivering community services, such as health, sanitation, and public safety.
Secondly, career exploration increases employee satisfaction and motivation, which directly impacts service availability. Motivated employees are more likely to be productive, committed, and innovative in addressing service delivery challenges. As noted by Hall and Chandler (2005), individuals who align their work with their personal and professional goals tend to exhibit greater persistence and job engagement, leading to more consistent and reliable service delivery.
Moreover, career exploration reduces staff attrition, which is often a barrier to sustained service availability in local government. High turnover disrupts service continuity and leads to gaps in essential services. When employees understand their career pathways and see opportunities for growth within the public sector, they are more likely to remain and invest in long-term service improvement (Kim, 2012).
Objective 3: Determine if career mentorship has ensured reliability of service in the local Government.
Career mentorship plays a crucial role in ensuring the reliability of services in local government by facilitating knowledge transfer, enhancing employee competencies, and fostering a culture of continuous improvement. Through structured mentorship, experienced employees guide less-experienced staff, helping to build a resilient and skilled workforce capable of maintaining consistent service delivery. Certainly, mentorship supports knowledge continuity, which is vital for reliable public service. Local governments often face the challenge of staff turnover and retirement of experienced personnel. Mentorship programs ensure that institutional knowledge is passed on to new employees, reducing service disruptions (Haggard et al., 2011). By retaining valuable expertise within the organization, mentorship contributes to the consistent implementation of policies and programs.
Also, career mentorship accelerates professional development, equipping employees with the skills and confidence needed to perform effectively. According to Allen et al. (2004), mentored employees tend to develop stronger competencies in problem-solving, communication, and leadership—all essential for dependable service provision. As mentees gain experience and grow professionally, they are more likely to handle responsibilities efficiently and respond proactively to community needs.
Moreover, mentorship enhances employee morale and retention, both of which impact service reliability. Employees who feel supported in their career growth are more engaged and committed to their roles (Swap et al., 2001). This stability within the workforce contributes to the uninterrupted delivery of local government services and helps build public trust in government institutions.

CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS
5.1 Summary of Findings
The following findings were drawn from the study.
1: Skill development plays a significant impacts the accessibility of services in local government by improving both the efficiency and responsiveness of public service delivery.
2: Career exploration significantly improves service availability in local government by aligning workforce capabilities with service demands, enhancing employee motivation, and reducing turnover.
3: Career mentorship ensures the reliability of services in local government by facilitating knowledge transfer, enhancing employee competencies, and fostering a culture of continuous improvement. 
5.2 Conclusion
Career development and service delivery in Nigeria's local governments are crucial components of effective governance and public administration. Career development refers to the continuous process of improving employees' skills, knowledge, and experiences to enhance their job performance and future career prospects. In Nigeria’s local government system, career development plays a vital role in building a competent and motivated workforce capable of delivering quality services to the grassroots population.
However, career development in many local government areas is often hindered by inadequate training programs, political interference, lack of promotion opportunities, and poor human resource planning. These challenges limit employees' productivity and reduce morale, which in turn affects the quality of service delivery.
Service delivery at the local government level includes the provision of basic amenities such as water, health care, education, sanitation, and rural infrastructure. Efficient service delivery depends largely on the competence and commitment of the workforce. Without proper career development structures in place, the capacity to deliver essential services suffers, leading to public dissatisfaction and developmental delays.
To improve service delivery, there must be strategic investment in staff training, transparent promotion systems, and strong institutional frameworks that prioritize meritocracy over patronage in Nigeria’s local government administration.
5.4 Recommendations
From the findings and conclusion, the following recommendations were made;
1: To enhance decision-making and policy implementation, it is necessary to develop managerial and leadership skills among local government officials.
2: Regular capacity assessment should be conducted at the local governemnts to identify areas where staff need improvement and the targeted training should be provided.
3: There is need to retain valuable expertise within the organization, as mentorship contributes to the consistent implementation of policies and programs.
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Appendix 1
Department of Business Management
Faculty of Management and Social Sciences  
					Godfrey Okoye University Ugwuomu Nike Enugu State
					10th April, 2025.
Dear Respondent,
REQUEST FOR RESPONSE ON QUESTIONNAIRE
I am a final year student of the above mentioned department and institution; I am conducting a research on the Project Topic: Career Development and Service Delivery: A Study of Enugu North Local Government. The research is purely for academic purposes and in partial fulfillment for the requirements for award of Bachelor of Science (B.Sc.) Degree in Public Administration. I am therefore soliciting your opinion. This will be treated in strict confidence.
Yours Faithfully,

Ekette Chikezie God'Smark
GOU/U21/PAD/257
Researcher
 
 


Appendix 11
Section A
Bio data of respondents 
Pease thick (√) in the options column the one that best reflects your coice
Gender
	Options
	OPTIONS

	Male
	

	Female
	



Age Distribution
	Options
	

	18 – 25
	

	26 – 35
	

	36 – 45
	

	46 – 55
	



 Educational Qualification of the Respondents
	Options
	

	FSLC
	

	WAEC
	

	ND/NCE
	

	HND/B.Sc./B.Ed.
	



Marital Status
	Options
	

	Single
	

	Married
	

	Divorced
	



SECTION B: Analysis of questionnaire from respondents
 Impact of Skill Development on Accessibility of Services in Local Government
	S/N
	INQUIRY
	    OPTIONS

	
	
	SA 
	A 
	N 
	SD 
	D 

	A
	In the local government, skill developments have  improved the accessibility of services by enabling officials to design and deliver services that meet the needs of citizens.
	
	
	
	
	

	B
	Skill development in local government has  improved the accessibility of healthcare services by enabling healthcare workers to provide quality services.
	
	
	
	
	

	C
	Skill development in local government has given room for the accessibility of education services by enabling teachers and education officials to design and deliver inclusive education programs.
	
	
	
	
	

	D
	Technology enhances skill development and accessibility of services in local government by providing online training platforms, digital resources, and mobile applications.
	
	
	
	
	



Level of Career Exploration Services Availability in Local Government
	S/N 
	INQUIRY
	       OPTIONS       

	
	
	SA 
	A 
	N
	SD 
	D 

	A
	Career exploration services are available in my local government in different forms such as career counseling and coaching, internship and apprenticeship programs, career assessments and testing, job training and placement services, 
	
	
	
	
	

	B
	To access career exploration services in my local government, I just need to contact the local government employment or career services department directly.
	
	
	
	
	

	C
	Career exploration services have increased my awareness of career options and opportunities.
	
	
	
	
	

	D
	The local government career exploration services has provided accessible and inclusive career counseling and coaching to individuals with barriers to employment.
	
	
	
	
	



Extent of Career Mentorship and Reliability of Services in Local Government
	S/N
	INQUIRY
	                  OPTIONS

	
	
	SA 
	A 
	N
	SD 
	D 

	A
	Career mentorship service in my local government has been very reliable because of the availability of experienced and trained mentors.
	
	
	
	
	

	B
	Career mentorship services in the local government has been able to develop a more skilled and motivated workforce
	
	
	
	
	

	C
	Career mentorship services in the local government has been able to improve employee retention and reduction in turnover
	
	
	
	
	

	D
	Career mentorship services in the local government have been helped in attracting top talent and improved recruitment efforts.
	
	
	
	
	



image1.png




