Research Proposal 
BACKGROUND TO THE STUDY
Training is a process were by individuals acquire knowledge, skill and attitude through experience, reflection, study or instruction.
Training is also a planned process to modify attitude, knowledge, skill, behaviour, etc. through learning to acquire effective performance in an activity or range of activities. The purpose of training is to develop the ability of an individual to satisfy current and future manpower needed to supplement education or to train for taking up higher responsibilities.
Human capital development may be formal or informal. Some organizations invest in and develop their own high quality training facilities and run a regular series of introductory and refresher courses in house. This has the advantage of ensuring that the training is relevant to the organization and its business as well as signifying an on-going commitment to staff development.
Formal and Informal training appears to have existed as long as origin of man and this has been accorded varied status in human life. With advantage in knowledge, practice and technology, training and manpower development have become sophisticated and resource consuming. it has also been stressed that training and manpower development is an art and a science in its own right. Hence, an attempt at establishing the actual meaning and manpower development be beneficial to us at this point.
Most bank employees find it difficult to get release for further studies, also employees are not given the freedom to learn effectively doing on- the -job training ,staffs who are in charge of training the new employee on the job, might begin to feel threaten by the presence of this employee, that they now begin to hide their knowledge on the job. Even where banks commit enormous financial resources to staff training and development, staff health care and other welfare programmes, one could not tell whether its impact on organizational performance is significantly worthwhile.
A bank that is performance-focused must see its staff as partners in an organisational process aimed at baking a bigger cake for all stakeholders. Thus, it must necessarily provide a skill-mix that rejuvenates its workforce and guarantees the retention of institutional memory for sustained performance. This can be achieved through excellent staff training and development attained through well-focused training modules where staff across the cadres are exposed to external training (both local and overseas) as well as in-house modular training programmes (Oyinlola & Adeyemi, 2014)


Statement of the problem 
Poor human capital development in most of the banks has made so many of them not to live up with the primary objectives of their existence. There is this belief that education is the major source of human capital development, according to Babalola (2003) human capital should be maintained in equilibrium position, where there will be no evidence of shortage or surplus supply of educated people. lack of educated and skilled labour in the banking institution has lead to poor performance of banks in Nigeria, most of these staffs find it difficult to adapt to the changes in their work environment, also most banks find it difficult to allow their staffs go for seminars, conference, or permit them to take study leave, these would have help equipped t in hem with the right skills and knowledge that could have resulted in a better performance in the industry.
Most bank employees find it difficult to get release for further studies, also employees are not given the freedom to learn effectively doing on- the -job training ,staffs who are in charge of training the new employee on the job, might begin to feel threaten by the presence of this employee, that they now begin to hide their knowledge on the job. Even where banks commit enormous financial resources to staff training and development, staff health care and other welfare programmes, one could not tell whether its impact on organizational performance is significantly worthwhile.
RESEARCH QUESTION 
The following research questions Constituted the relevant issues articulated In the objective of the study;
1. What is the relationship between human Capital development and financial performance in Nigerian deposit money banks?
2. How does human Capital development Impact operational efficiency  in Nigeria  deposit money banks?
3. What are the key human capital development innovative that can improve the performance of Nigeria deposit money bank?
0BJECTIVE OF THE STUDY
The main objective of this study is to determine The effect of human Capital development on the performance of Nigerian deposit money bank in Nigeria.
The following Are The specific objectives 
1. To Investigate The relationship that Subsist Between training and development programmes and employee productivity in Nigerian deposit mong banks.

2. To examine the effect of human Capital development on operational efficiency in Nigerian deposit money banks.
3. To identify the challenges faced by nigeria deposit money banks In Implementing human Capital development programs.
RESEARCH HYPOTHESIS
H0:  There is no Significant relationship between human Capital development and financial performance in Nigeria deposit money  banks.
HI: There is a Significant negative relationship between human capital development and financial performance in Nigerian deposit money banks.
SCOPE AND LIMITATION OF THE STUDY
The scope  of the research Study Covers The comprehensive appraisal of the Cost, benefit and status of training and manpower Development. it also provide an insight to ethical standard in Which training development evolved.
            It also covers the effect of emergence of technology in banking activities. The study will cover a period of 5 years i.e from 2019-2024.
            Due to time and financial constraint the research will not be able to Cover all the banks in the Country, The study will Therefore be limited to zenith bank Only. More over this is the bank chosen as the Case study.
DEFINITION OF TERMS
Human Capital development
I.   Human Capital; The stock of knowledge, skills and abilities possessed by Individuals Thay Can be used to produce economic value.
II.  Human Capital development: The process of acquiring developing, and utilizing  human Capital to improve organizational performance.
Performance of Nigeria Deposit mony Banks
 III.  Performance; The achievement of organizational goals and objectives measured in terms of financial metrics, Customer, Satisfaction, and operational efficiency.
IV.  Nigeria Deposit money Bank: Commercial banks In nigeria that accept deposit and provide loans to Customers
CONCLUSION
The proposed research will provide a comprehensive understanding of how human capital development Impacts the performance of Deposit Money Banks In Nigeria. By focusing on employee training,…


CHAPTER ONE 
1.1 BACKGROUND OF THE STUDY
Training is a process were by individuals acquire knowledge, skill and attitude through experience, reflection, study or instruction.
Training is also a planned process to modify attitude, knowledge, skill, behaviour, etc. through learning to acquire effective performance in an activity or range of activities. The purpose of training is to develop the ability of an individual to satisfy current and future manpower needed to supplement education or to train for taking up higher responsibilities.

Training is available for both new and existing staff of any organisation, although the new recruit might already have appropriate skill and good attitude in all profile, human capital development will help to sharpen both areas so that better performance can be achieved by both new and existing staff even well-established staff may need skill refinement and upgrading.

Human capital development may be formal or informal. Some organisations invest in and develop their own high quality training facilities and run a regular series of introductory and refresher courses in house. This has the advantage of ensuring that the training is relevant to the organization and its business as well as signifying an on-going commitment to staff development.
Formal and Informal training appears to have existed as long as origin of man and this has been accorded varied status in human life. With advantage in knowledge, practice and technology, training and manpower development have become sophisticated and resource consuming. \it has also been stressed that training and manpower development is an art and a science in its own right. Hence, an attempt at establishing the actual meaning and manpower development be beneficial to us at this point of human capital development, which can impact their performance .
A bank that is performance-focused must see its staff as partners in an organizational process aimed at baking a bigger cake for all stakeholders. Thus, it must necessarily provide a skill-mix that rejuvenates its workforce and guarantees the retention of institutional memory for sustained performance. This can be achieved through excellent staff training and development attained through well-focused training modules where staff across the cadres are exposed to external training (both local and overseas) as well as in-house modular training programmes (Oyinlola & Adeyemi, 2014)

1.2 STATEMENT OF THE PROBLEM 
Poor human capital development in most of the banks has made so many of them not to live up with the primary objectives of their existence. There is this belief that education is the major source of human capital development, according to Babalola (2003) human capital should be maintained in equilibrium position, where there will be no evidence of shortage or surplus supply of educated people. lack of educated and skilled labour in the banking institution has lead to poor performance of banks in Nigeria, most of these staffs find it difficult to adapt to the changes in their work environment, also most banks find it difficult to allow their staffs go for seminars, conference, or permit them to take study leave, these would have help equipped them with the right skills and knowledge that could have resulted in a better performance in the industry.
Most bank employees find it difficult to get release for further studies, also employees are not given the freedom to learn effectively doing on- the -job training ,staffs who are in charge of training the new employee on the job, might begin to feel threaten by the presence of this employee, that they now begin to hide their knowledge on the job. Even where banks commit enormous financial resources to staff training and development, staff health care and other welfare programmes, one could not tell whether its impact on organizational performance is significantly worthwhile.
Overtime, the following issues relating to the concept have remained unresolved: Uneven distribution of skilled manpower, Misemployment of human capital in Nigeria, Poor reward system retarding the acquisition and development of human capital (Happiness & Michael, 2014). Thus, the ability of the workforce to adapt the knowledge and skills acquired to their organizational operation depends on method of human capital development involved by managers at various levels. Training and development is therefore a key element for improved organizational performance, it increases the level of individual and organizational competences. It helps to reconcile the gap between what should happen and what is happening – between desired targets or standards and actual levels of work performance. Thus the study focuses on the effect of human capital development on the performance of Nigeria deposit money banks zenith bank Nigeria PLC.
1.3 RESEARCH QUESTION 
The following research questions Constituted the relevant issues articulated In the objective of the study;
1. What is the relationship between human Capital development and financial performance in Nigerian deposit money banks?

2. How does human Capital development Impact operational efficiency  in Nigeria  deposit money banks?
3. What are the key human capital development innovative that can improve the performance of Nigeria deposit money bank?
1.4 0BJECTIVE OF THE STUDY
The main objective of this study is to determine The effect of human Capital development on the performance of Nigerian deposit money bank in Nigeria.
The following Are The specific objectives 
1. To Investigate The relationship that Subsist Between training and development programmes and employee productivity in Nigerian deposit mong banks.
2. To examine the effect of human Capital development on operational efficiency in Nigerian deposit money banks.
3. To identify the challenges faced by nigeria deposit money banks In Implementing human Capital development programs.
1.5 RESEARCH HYPOTHESIS
H0:  There is no Significant relationship between human Capital development and financial performance in Nigeria deposit money  banks.
HI: There is a Significant negative relationship between human capital development and financial performance in Nigerian deposit money banks.
1.5 SIGNIFICANCE OF THE STUDY
Zenith bank as a major organization In Bank Industry In Nigeria stands to benefit from the funding of The Study. It will know the efficiency of its training and development programs and recommendations in this study training and development Will Assist In policy as well.
            Apart from assisting the organization to achieve set Objectives, training manpower Could project the right kind of Image of the organization to the outside world. This Could Influence more Customers and attract the right tipe of employees to the aganiantion. It Could also Improve the public relations practices in the organization.



1.6 SCOPE AND LIMITATION OF THE STUDY
The scope  of the research Study Covers The comprehensive appraisal of the Cost, benefit and status of training and manpower Development. it also provide an insight to ethical standard in Which training development  evolved.
            It also covers the effect of emergence of technology in banking activities. The study will cover a period of 5 years i.e from 2019-2024.
            Due to time and financial constraint the research will not be able to Cover all the banks in the Country, The study will Therefore be limited to zenith bank Only. More over this is the bank chosen as the Case study.
1.7 Definition Of Terms
Human Capital development
I.   Human Capital; The stock of knowledge, skills and abilities possessed by Individuals Thay Can be used to produce economic value.
II.  Human Capital development: The process of acquiring developing, and utilizing  human Capital to improve organizational performance.
Performance of Nigeria Deposit mony Banks
 III.  Performance; The achievement of organizational goals and objectives measured in terms of financial metrics, Customer, Satisfaction, and operational efficiency.
IV.  Nigeria Deposit money Bank: Commercial banks In nigeria that accept deposit and provide loans to Customers
1.8 PLAN OF THE STUDY
This study is carefully structured to provide a clear, step-by-step exploration of how human capital development influences the performance of Nigerian deposit money banks, with a special focus on Zenith Bank Plc. The research is divided into five chapters. Chapter One introduces the study, presenting the background, statement of the problem, research objectives, and questions that guide the work. Chapter Two dives into existing literature—highlighting what has been said, what’s missing, and how this research fills that gap. Chapter Three outlines the methodology, detailing the research design, population, sampling techniques, and tools used to gather data. Chapter Four focuses on data presentation and analysis, using both quantitative and qualitative insights to bring the findings to life. Finally, Chapter Five wraps it all up with a discussion of key results, conclusions, and practical recommendations for Zenith Bank and other financial institutions. As the author, I’ve taken the time to not just follow academic procedures, but to genuinely understand and connect with the subject matter. I made sure the structure of this study doesn’t just tick boxes but tells a story—one that captures the real impact of training, mentorship, leadership development, and employee empowerment on performance. This approach ensures that every chapter builds meaningfully on the last, ultimately offering a rich, thoughtful, and well-grounded contribution to the ongoing conversation around human capital development in Nigeria’s banking sector.



CHAPTER TWO
LITERATURE REVIEW
A review of literature on human capital development and its impact on organizational performance reveals a strong link between human capital and various performance indicators, such as productivity, profitability, and customer satisfaction. Key studies suggest:
- *Human Capital and Financial Performance*: Well-trained employees are more likely to contribute to increased revenue and cost management in banking institutions.
- *Training and Development*: Continuous professional development is linked to enhanced employee productivity, job satisfaction, and reduced turnover rates in the banking sector.
- *Employee Skills and Service Delivery*: Skilled workers are better equipped to deliver superior customer service, which is essential for customer retention and brand reputation.
However, while international studies have explored these links, there is a dearth of research focusing on the Nigerian context, particularly the unique challenges and opportunities present in the Nigerian banking system.
       The formal training has been given various definitions by various writers. Rand McNally & Co. (1976) gave the definition of training as the systematic process of altering the behaviour or attitude of employees in a direction to increase organizational goal achievements. It was further expressed that formal training programme is an effort by the employer to provide opportunity for the employee to acquire job-related skill, attitude and knowledge, while learning is the act by which the individual acquire skill, knowledge and abilities which bring a relatively permanent change in his behaviours.
2.1.1.  THE BASIC PURPOSE OF HUMAN CAPITAL DEVELOPMENT
The purpose of human capital development is to give employees at all levels sufficient instruction and guidance to enable them perform their jobs effectively and prepares them for higher responsibilities. A true training situation exists where there is a gap between the standard performance demanded by a department and that actually being achieved by the individual. The main purpose of training is to close that gap.
     Harry Levinson (1969) in his write-up in Harvard Business review stated that employees training as a major understanding for employees and that the purposes for training are as follows:
i. To improve the quality of output
ii. To lower the number and cost of accidents
iii. To lower turnout and absenteeism and increase employees' job satisfaction since training can improve the employees' self esteem
iv. To prevent employees obscene.
     He further explained that training on effect help the organization becomes more effective and the employee to develop and become more satisfied.
According to Harold Mathew 91964), well-trained employees tend to be more satisfied with their positions and better able to perform their jobs more effectively.
Israel Ajayi (1998) in his write up on Whytrain stated that the purpose of training is for growth and change. He further explained that the ultimate objective of training is for greater contribution to organizational profit by the employee. He continued by stating that the essence of training therefore, is to remove expected and unexpected performance deficiencies in the train present and anticipated jobs as that he or she may contribute more to achieving organizational goals.
It therefore, follows from the above that an employer who is convinced of an apparent or expected performance deficiency in the job of an employee may classify such an employee to be a state of dis-equilibrium which may be caused by one or more of the following as observed by John Enyi (1988)
i. Desire to meet standard performance on the job
ii. Aspiration toward higher status and responsibilities on the present position
       The lower to strive toward professional excellence or veracity
Akinlade (1994) perceives the purpose of training as a means of reducing labour turnover by developing employee's potentials and their job's satisfaction thereby resulting in increased productivity high moral, reduction in the level of supervision. Increase organizational stability, flexibility and also reduction in accident. Thus, he maintained if employees are trained and developed, they will be capable of moving from limited ways of doing things to many ways of doing same
Leslie Ray (1986), in agreeing with all has been said about the objective of training added that training costs money in terms of time and other resources but that the cost of not training may be seen as a management tool to be used judiciously and the knowledge acquired should be applied in business.

Training is important to the enterprise and costly to run its effective management is a must the first step in managing training programme is to determine training needs and set objective for those needs
2.1.2 TRAINING AS PART OF EFFECTIVE ENTRPRISE
Productivity is a term used in the assessment at economic use of resources. It is the rate of efficiency at work. The human relation theory maintains that happy and satisfied employees are prouctive employees. Elton Mayo (1960)
Gluck (1974) defines productivity as a measure of effective use of resources toward the realization of goals and objectives of an organization. It can thus be regarded as higher performance at lower cost. The ultimate goal of training activity is organizational success achieved through people.
The training function is thus concerned with efficiency and effectiveness, which are influence, by human capabilities, relationship, job satisfaction and the concept of fairness in employment. The training department is therefore, committed to influencing and developing employees' committed to appropriate means in any or all at the key areas of knowledge skill and attitude.
Training is partly concerned with optimizing the effectiveness of employees as individual. To determine productivity therefore, the question of whether desired results are achieved is paramount. Productivity is a function of quality of output and adherence to standards without many difficulties in an organization, ODI (1929).
Individual productivity can be measured directly by objective measure while in the manufacturing sector; productivity could be measured quantitatively as unit produced of a product and volume of sales. Measurement of productivity is a complex one, as different approaches could be adopted. This depends on the industry concerned.
Robinson (1985) stated that productivity is a function if ability, will and situational factors. It is however, possible for an organization to have employees with ability, determination, appropriate equipment and managerial supports and yet productivity still falls below expected standard.
This means have according to him is adequate skill, knowledge and the right attitude which training provides. It could be concluded from the above that training and development lead to productivity



2.1.3 DESIGNING A TRAINING PROGRAMME
For programme to be effective. It must be results oriented, that is, it must be possible to observed and quantity changes in the terminal behaviour of those who have successfully undergo the training behaviours at the programme designer.
Gluekn N (1974) emphasized that design of many training programme must necessarily be divided from period identification of training needs and the setting of training objective, After the design of training programme it is implemented in a planned learning environment to determine the extent of learning that took place and the extent to which the designer's intents as been achieved. Evaluation of training would be carried out the results of the evaluation are used to guide the necessity and identification of further training needs
GOLD STEIN (1974) presented a sequential relationship between the various stages of the training process in that the training cycle is a closed system whose composite bock are measurable, controllable and adaptable, with a view to attaining maximum efficiency.
2.2 THEORETICAL FRAMEWORK 
EVALUATION OF TRAINING-VALIDITY AND RELIABILTY OF INFORMATION
The Bloom taxonomy of Education objective (1964) defines evaluation as the most complex mental skills and can be done effectively only after knowledge is acquired, comprehended, applied, analyzed and synthesized.
Boydell (1976) pointed out that; this distinction is not always meaningful since it may be difficult to obtain information on the total effect of training, as it may be a bit complex. Therefore, according to him, any evaluation exercise deals with the total values of training activity to the organization not merely the achievement of its stated objective for example, there may be social as well as financial benefit. Evaluation takes place at various stages of a training programme as discussed below.
PRE-TRAINING EVALUATION
While the impact of training on productivity may not be immediately ascertained, the trainee is expected to submit a report on the training programme through hi/her immediate supervisor.
The report will confirm whether appropriate learning has taken place and indicates the degree to which training objectives were achieved. The impact of the training programme on the organization is also determined through the active involvement of the employee's immediate supervisor in the evaluation process.
POINT EVALUATION
This could be qualitative or qualitative. Quantifiable objective includes the specified level to which training has raised productivity. The percentage of costs saved time over runs. Level of evaluation
Hamblin (1977) gave levels at which evaluation of process occur are as a result of successful training programme as follows.
OBJECTIVE SETTING
The choice of evaluation criteria depends on the objectives of the training and who sets the criteria management, trainer or trainee. Therefore, post-training evaluation is intimately connected with the pre-training investigation of training needs and the establishment of training objectives.
Gluek (1978) Identified two criteria for evaluating training which are referred to as internal and external.
Internal Evaluation criteria are these directly associated with the contents of the programme. This involves participant's reaction on how the subjects feel about the benefits of a specific training or development experience.
External Evaluation Criteria are related more to the ultimate purpose of training example, improving the effectiveness of the subject. Others include; job performance rating, increase in sales volume or decrease in turnover.
The learning level-trainee learn (acquire knowledge skills and attitudes about the subject of the training situation). Under the job behaviour level, trainees apply this learning in the form of change behaviour back on the job. Under the relation level, trainees react to the training 9from opinions and attitudes) about the trainer, the method of presentation, the usefulness and interest of the subject, their own enjoyment and involvement. The functional level measures efficiency and cost.
This changed behaviour effect to the functioning of the form (or the behaviour of individual at than the trainee). These changes can be measured by a variety of indices which can be expressed in term of costs. It should be noted that the "learning" job behaviour and 'functioning" levels are referred to by some experts as the immediate intermediate and ultimate levels respectively.
Validity and Reliability of Information
The validity and reliability of all the information given in this context are based on the first hand experience as a staff of the organisation and extensive research into the company's library. The result is the authentic information, which could be relied upon even for further investigation.

2.3 EMPIRICAL REVIEW 
Studies have shown that human capital development positively correlates with organizational success in the banking sector. For example, training programs increase employee competency and efficiency, which in turn boosts the financial performance of banks. Additionally, improved human capital is linked to enhanced customer service, as skilled employees are more effective in managing client relationships.
A key finding from international studies is that human capital development leads to:
*Increased employee retention.
*Improved service delivery.
*Higher levels of innovation and customer satisfaction.
     However, studies focusing on the Nigerian context, especially specific banks like Zenith Bank, remain limited, and this research aims to provide much-needed insights.
              This empirical review examines the effect of human capital development on the performance of Nigerian deposits Money bank  laying emphasis Zenith Bank PLC.
   Studies on Human Capital Development in Banking
i. Training and Development: Studies have shown that training and development programs have a positive impact on employee performance and organizational outcomes in banks (Akinyele, 2018).
ii. Employee Skills and Knowledge: Research has found that employee skills and knowledge are critical factors in determining bank performance, and investing in human capital development can lead to improved financial performance (Ogunleye, 2020).
 Studies on Zenith Bank
iii.  Human Capital Development Initiatives: Zenith Bank has implemented various human capital development initiatives, including training programs, mentorship schemes, and career development opportunities (Zenith Bank Annual Report, 2022).
Iv.  Performance Outcomes: Studies have shown that Zenith Bank's human capital development initiatives have led to improved employee performance, customer satisfaction, and financial performance (Afolabi, 2020).

   Empirical Findings
i. Positive Relationship: Empirical studies have found a positive relationship between human capital development and bank performance, including financial performance, operational efficiency, and customer satisfaction (Eze, 2019).
ii. Investment in Human Capital: Research has shown that investing in human capital development can lead to improved bank performance and competitiveness (Oluwatayo, 2021).
        The empirical review suggests that human capital development has a positive effect on the performance of Zenith Bank. The bank's investment in human capital development initiatives has led to improved employee performance, customer satisfaction, and financial performance. The findings of this review support the importance of human capital development in the banking industry.
GAP IN LITERATURE 
Over the years, several scholars and industry experts have examined the role of human capital development in driving organizational performance. While these studies provide valuable insights, a significant gap still exists in how this relationship plays out within the unique structure and operations of Nigerian deposit money banks—particularly in institutions like Zenith Bank Plc. Many existing works tend to adopt a macroeconomic or cross-industry lens, offering generalized conclusions that may not accurately reflect the internal realities of individual banks. Even when the Nigerian banking sector is referenced, there’s a tendency to focus on surface-level indicators like profitability or customer base growth, without deeply exploring the internal mechanisms of staff development, training frameworks, employee retention strategies, or leadership pipelines.
What’s even more striking is the lack of recent literature that connects human capital development to performance using updated data and current realities in Nigeria’s banking industry, especially considering the dynamic changes brought about by digital transformation, evolving customer expectations, and post-pandemic work culture shifts. In reviewing literature for this project, I observed that few studies take into account the lived experiences of employees, the evolving corporate culture, or the strategic importance placed on human capital by top-performing banks like Zenith Bank Plc. There is a scarcity of qualitative insights into how training, upskilling, and employee engagement initiatives are linked to measurable performance improvements such as operational efficiency, innovation capacity, or service delivery.
This research seeks to bridge that gap by focusing specifically on Zenith Bank Plc—a bank that has consistently ranked among the top-performing financial institutions in Nigeria. By delving into its human capital development strategies, recent internal policies, and employee capacity-building initiatives, this study aims to present a more grounded, relatable, and detailed understanding of how human capital impacts organizational performance in a real-world Nigerian banking context. As the author, I was intentional about going beyond the numbers to explore the "human" side of performance—speaking to the people, reading between the lines, and interpreting how training and development translate into actual results on the ground.


CHAPTER THREE
3.0 RESEARCH METHODOLOGY
3.1 Introduction to Research Methodology
This study investigates the effect of human capital development on the performance of Nigerian Deposit Money Banks, with a focus on Zenith Bank Plc. Human capital development—encompassing training, education, skill acquisition, and employee welfare—is increasingly recognized as a critical driver of organizational performance, particularly in knowledge-driven industries like banking. Zenith Bank Plc, being one of Nigeria's leading financial institutions, provides an ideal case for examining how investments in human resources influence key performance indicators such as profitability, efficiency, service delivery, and competitive advantage.
To explore this relationship, the research adopts a quantitative methodology supported by qualitative insights. The study will employ a survey research design, using structured questionnaires administered to selected staff across various departments within Zenith Bank. Secondary data such as financial reports and HR training records may also be utilized to supplement primary data. Statistical tools, including regression analysis and correlation techniques, will be applied to determine the strength and direction of the relationship between human capital development initiatives and organizational performance.
The methodology is designed to ensure the reliability, validity, and generalizability of findings, providing a robust basis for recommendations on how Zenith Bank—and by extension, other Nigerian banks—can enhance performance through strategic human capital investments.
3.2 RESEARCH DESIGN
The research method used in this study is the basic and applied research.The reason for this is that:
BASIC RESEARCH: is a fact-finding research that explores a situation of study. it also explores the situation of study. It also explores the situation in order to learn about it and answer any question or questions related to it.
APPLIED RESEARCH: This explains or exposes a situation in order to enable the researcher understand it better. This method will provide a sight into the impact of human capital development on the general attitude and performance efficiency of an employee as it affects banking industry. The main focus being Zenith Bank plc.
3.3. Population of the study 
The population of this study consists of all employees of Zenith Bank Plc in Nigeria, especially those involved in or affected by human capital development initiatives. This includes:
1. Human Resources personnel
2. Branch managers and supervisors
3. Frontline banking staff (e.g., customer service, operations)
4. Back-office staff (e.g., finance, IT, compliance)
5. Training and development officers
As of recent reports, Zenith Bank has approximately 7,000–9,000 employees across its branches and departments in Nigeria. If focusing only on a specific region (e.g., Lagos headquarters or a few key branches), this number can be narrowed down for feasibility (e.g., 500–1,000 employees).
3.4. Sampling Techniques
For a study like this, the most appropriate sampling technique is stratified random sampling, combined with simple random sampling. Here’s how it works:
Stratified Sampling: Divide the employee population into strata (sub-groups) such as:
Departments (HR, Operations, Finance, etc.)
Job levels (Junior, Middle, Senior staff)
Locations (Head office, regional branches)
Simple Random Sampling: After creating strata, randomly select respondents from each group. This ensures fair representation of all employee categories.
Why this is ideal:
It ensures that you capture different perspectives within Zenith Bank (e.g., from HR officers to operations staff), which gives your findings more depth and reliability.
Sample Size Determination
You can determine sample size using Yamane’s Formula (1967):

So, you would need a sample size of approximately 378 respondents.
Sampling Procedure Summary
Step 1: Stratify the population (e.g., by department or job level)
Step 2: Determine how many employees to sample from each stratum proportionally
Step 3: Use simple random sampling to select respondents within each stratum
Step 4: Administer questionnaires or interviews
3.5. METHOD OF DATA COLLECTION
Basically, there are two methods and sources of data collection, they are primary and secondary sources
PRIMARY DATA: Basically questionnaire and oral interview
SECONDARY DATA: These textbooks, journals, seminar magazine newspaper and Internet.
INSTRUMENTS
Field data were gartered mainly through the use of questionnaire. The basis's for the use of this instrument was the consideration giver to its merits.
It is relatively economical and to a reasonable extent, checks variability in meaning, Although, this instrument is not without its…


CHAPTER FOUR
PRESENTATION AND ANALYSIS OF DATA
4.1	INTRODUCTION
This chapter deals with the presentation, analysis and discussion of data collected from the questionnaires administered.  The purpose is to know the response of the respondents towards the questions in the questionnaire.  Simple percentage method and tables used to do the analysis of the data collected.  The number of people that constituted study sample is drawn from Staffs of the First bank plc.
4.2	PRESENTATION OF DATA 
	Demographical Analysis of Respondent
Table 4.1.1 SEX
	SEX
	NUMBER OF RESPONDENTS
	PERCENTAGE (%)

	MALE
	12
	58

	FEMALE
	08
	42

	TOTAL
	20
	100


Source: Research Survey, 2025
MARITAL STATUS
	SEX
	NUMBER OF RESPONDENT
	PERCENTAGE (%)

	SINGLE
	09
	48

	MARRIED
	11
	52

	TOTAL
	20
	100


Source: Research Survey, 2025
ACADEMIC QUALIFICATION 
	QUALIFICATION
	NUMBER OF RESPONDENT
	PERCENTAGE (%)

	WAEC
	-
	-

	NCE/OND
	12
	60

	HND/BSC
	06
	30

	OTHER
	02
	10

	TOTAL
	20
	100


Source: Research Survey, 2025
WORKING EXPERIENCE
	WORK EXPERIENCE
	NUMBER OF RESPONDENT
	PERCENTAGE (%)

	5YRS AND BELOW
	11
	80

	6-10 YEARS
	04
	60

	11-15 YEARS
	03
	-

	16-20 YEARS
	02
	-

	TOTAL
	20
	100


Source: Research Survey, 2025
The table above shows the demographic analysis of the respondents; there were 12 male respondents which represents 58% of the total population while the remaining 8 respondents 42% were female. 9 respondents which represent 48% were single while 11 respondents which represent 52% were married. Academic qualification of the respondents show that NCE/ND holders has the dominated the total population of the respondents with 12 representing 60%, this is followed by 6respondents holding either B.sc/HND, 2 respondents were either holders of master or professional qualifications. This shows that the total populations were well learned, so their opinion on the subject matter could be held with high level of acceptability. Work experience dominated as 11 respondents had between below 5 years of working experience, 4 respondents’ represents 20% had between 6-10 years working experience. This shows that our respondents had enough experience to give needed answer to our respective questions. 
4.3.	ANALYSIS OF DATA
Table 4.3.1
Question 1: Are you satisfied with digital/banking system
	Options
	Number Of Respondent
	Percentage (%)

	VERY SATISFIED
	16
	80

	SATISFIED
	4
	20

	UNDECIDED
	-
	-

	DISSATISFIED
	-
	-

	TOTAL
	20
	100


Sources: Research Survey, 2025
	The tables above show that 16 respondent 80% strongly agreed that their bank operation were fully computerized 4 respondents 20% agree to the assertion
Table 4.3.2: Digital banking is more efficient in the use of new technology in your bank in the following 
	OPTIONS
	NUMBER OF RESPONDENT
	PERCENTAGE (%)

	TRANSACTION TIME REDUCTION
	-
	-

	COST EFFICIENCY
	-
	-

	EASE OF BUSINESS
	-
	-

	ALL OF THE ABOVE
	20
	100

	TOTAL
	20
	100


Source: Research Survey, 2025
	The table show that all the respondents opined that information technology is informed through its numerous advantages





Table 4.3.3
Question 3: Digital banking system is an effective means of keeping proper banking records
	OPTIONS
	NUMBER OF RESPONDENTS
	PERCENTAGE (%)

	STRONG AGREE
	16
	8

	AGREE
	3
	15

	UNDECIDED
	1
	5

	DISAGREE
	-
	-

	STRONGLY DISAGREE
	-
	-

	TOTAL
	20
	100


Source: Research Survey, 2025
	The table above shows that 16 respondent representing 80% strongly agreed that digital banking is a means of keeping banking records, 3 respondents which represent just 5% were undecided whether ICT keep proper banking record compared to manual system. None of the respondents were neither disagreed nor strongly disagreed
Table 4.3.4
Question 4: Digital banking system enhance service delivery, fast convenient and easy to learn
	OPTIONS
	NUMBER OF RESPONDENTS
	PERCENTAGE (%)

	STRONG AGREE
	20
	100

	AGREE
	-
	-

	UNDECIDED
	-
	-

	DISAGREE
	-
	-

	STRONGLY DISAGREE
	-
	-

	TOTAL
	20
	100


Sources: Research Survey, 2025
	The  analysis of the table above show that all the respondents agree that digital banking system enhance service delivery, fast and easy to learn
Table 4.3.5
Question 5: There is a relationship between the application of the ICT and manual system in the accounting system of the banking industry.
	OPTIONS
	NUMBER OF RESPONDENTS
	PERCENTAGE (%)

	STRONG AGREE
	16
	80

	AGREE
	04
	20

	UNDECIDED
	-
	-

	DISAGREE
	-
	-

	STRONGLY DISAGREE
	-
	-

	TOTAL
	20
	100


Sources: Research survey, 2025
	The table show that 16 respondents (80%) strongly agree that there is relationship between ICT and manual accounting system as both works in collaborating each other, 4 respondents (20%) agreed while none opposed to the assertion.
Table 4.3.6
Question 6: The effect of digital banking system enhance higher turnover and profitability in banks
	OPTIONS
	NUMBER OF RESPONDENTS
	PERCENTAGE (%)

	STRONG AGREE
	15
	75

	AGREE
	5
	25

	UNDECIDED
	-
	-

	DISAGREE
	-
	-

	STRONGLY DISAGREE
	-
	-

	TOTAL
	20
	100


Sources: Research Survey, 2025
	The table shows that 15 respondents (75%) strongly agreed that Digital banking enhance higher turnover and profitability in bank while 5 respondents 25% agreed. No respondent were either disagree or disagreed
Table 4.3.7
Question 7: There is co-ordination and quality performance in banking operations through the use of information technology.
	 OPTIONS
	NUMBER OF RESPONDENTS
	PERCENTAGE (%)

	STRONG AGREE
	18
	90

	AGREE
	2
	10

	UNDECIDED
	-
	-

	DISAGREE
	-
	-

	STRONGLY DISAGREE
	-
	-

	TOTAL
	20
	100


Sources: Research Survey, 2025
	Table 4.2.7: Indicated that there is co-ordination and quality performance in banking operations through the use of Digital banking as 18 respondents (90%) strongly agreed while 2 respondents (10%) agree: none of the respondents disagreed none strongly disagreed.
Table 4.3.8
Question 8: The major problem associated with digital banking include
	OPTIONS
	NUMBER OF RESPONDENTS
	PERCENTAGE (%)

	NETWORK/SERVICE FAILURE
	5
	25

	SYSTEM UNFRIENDLINESS 
	-
	-

	DELAY IN TRANSACTION APPROVAL
	2
	10

	OPEN TO INTERNET FRAUDSTERS
	13
	65

	TOTAL
	20
	100


Sources: Research Survey, 2025 
	The table show that most of the respondents agreed that digital banking has lead to great influence of internet fraud as 13 respondents (65%) identified that one of the greatest of digital banking is open to internet fraud, 5 respondents (25%) said it was network/service failure while the remaining 2 respondents believed it was delay in transaction approval.
Table 4.3.9
Question 9: Digital banking is also characterized with restrictions of services
	 OPTIONS
	NUMBER OF RESPONDENTS
	PERCENTAGE (%)

	STRONG AGREE
	10
	50

	AGREE
	10
	50

	UNDECIDED
	-
	-

	STRONGLY DISAGREE
	-
	-

	TOTAL
	20
	100


Sources: Research Survey, 2025
	The table above shows that Digital banking is also characterized with restrictions of services
4.4.	DISCUSSION OF FINDINGS
Practically, the overall result of the hypotheses tested shows a significance t-cal 0.034< 5% which indicate that indeed the application of Digital banking has significant impact on services delivery in the banking industry towards enhancing efficiency and higher turnover in banks. We accepted the alternate hypothesis which states that Digital banking has significant impact on services delivery in the banking industry. This is in accordance with Innovation Technology Model previously adopted. According to (IDT) theory, technological innovation is communicated through particular channels, over time, among the members of a social system.
Consequently, in the work of Otieno (2013), he opined that as computers become smaller, faster, easier to use and less expensive, the computerization of accounting functions grows across the entire financial service industry. The effect is significant, as indicated by the coefficient of audit risk management is significantly linked to assessment and determination of risk, monitoring and evaluation control awareness, technology, and attitude and perception. The examined system risk factors identified important areas of information system risks to be the risk of breaches in system security and the risk that the information provided by the system is inadequate and the nature of systems risk factors identified related to those risks. Also Novan (2014), carried out research on impact of computerized accounting information systems’ effectiveness in increasing the efficiency of human capital: field study in the financial department in the public Jordanian Universities. the results showed positive impact of Computerized Accounting Information Systems regarding factors of human capital ( knowledge, creativity, skills) in the Jordanian public universities as the management of the Jordanian public universities provide the most necessary requirements to increase the efficiency of the computerized accounting system to ensure the good quality of the outcomes. This is also supported by Yaser (2013) in his study on the impact of accounting information systems used in the income tax department on the effectiveness of tax audit and collection in Jordan where speed, accuracy and efficiency are articulated.



CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATON
5.1 INTRODUCTION
The primary purpose of the study is to gather information from students and qualified bankers/ accountants about the problems and impact of human capital development in the banking industry, vis-a-vis zenith bank plc.
5.2 SUMMARY
The project consists of five chapters one dealt with introduction, background of the study, statement of the problem, objective of the study significances of the study, test of hypothesis, research question, scope of the study and definition of terms.
Chapter two dealt extensively with Literature Review in order to see the salient objectives of this study are met and its contribution to knowledge, in this chapter, opinions and views of powerful writers/ experts on the topic were used to shed more light on our points
Chapter three centered on research methodology, Sources of data collection, study area and sampling procedure and mathematical tools to be used which are mainly tables. simple percentage and chi- square.
Chi-Square was used to test the hypothesis formulated.
Chapter four covered presentation, analysis and interpretation of data gathered from the field via question naira. Interpretation of the data becomes necessary and was carried out with a view to bringing out the result of our findings.
5.3 CONCLUSION
Based on the data collected from the field survey and various literature reviews on the project topic, it is highly significant to draw conclusion based on the findings. The average success and failure of any organization depends mostly on the effectiveness of bankers and accountant.
It has been establish-ed that most bankers lack basic training, the best motivational technique therefore is for the management and government to direct their resources and time towards.
Human capital Development in the Banking industry and its effect on profitability is the knowledge and personality attributes embodied in the ability to perform so as to produce economic value in the banking industry.

5.4 RECOMMENDATIONS
Based on the result of our findings, the following recommendations are made by the researchers;
1. Workers in the organization irrespective of their status are better motivated by training and development activities. Remuneration packages should be attractive to further motivate the staff for optimum performance.
2. The researcher appreciates the management commitment to manpower training and development is a candid opinion that training activities should cut across all the sections that make up the organization selection for training should be based purely on merit and not through favoritism.
3. The researcher suggests that a correspondents training schedule should be introduced to complement the existing one.
4. The importance of identifying both organizational and individual training needs for an effective and result oriented training programme cannot be over- emphasized. The organization should device a better means of identifying training needs for her Workers. There should be constant communication between the training officials and human capital management department.
5.5 LIMITATIONS OF THE STUDY
The following are the limitations of this study:
1. Financial problem; in carrying out this research project, the researchers was faced with a lot of financial obstacles. The problem occurred as a result of economic recession prevailing at the time of conducting the research and this has made the researchers to limit the research to the little available instrument/data used in carrying out the research.
2. Attitude of the staff of the organization towards the researcher. Most of the people and organization consulted to render useful information for the successful implementation of the research refused to supply reliable information and this made the situation worse for the research work. Some of the management staff interviewed about the subject matter initially refused to give out information. They thought the information could of the information should leak out to their competitors.
I. Time factor: The study is a time- consuming. The research needs to be given much time because it involves migrating to get proper and accurate information for the research project. The time set for the submission of the project is rather short, more over, other academic activities were still to be taken care of.

II. Data Constraint; Unlike developed countries that maintain reliable data bank, Nigeria lacks data bank where credible data could be sourced for meaningful research. In other words, there are no robust data banks where reliable data can be sought.
III. Furthermore, most of the textbooks in our polytechnic library are not up-to-date. This has necessitated souring for data from some other tertiary institutions
SUGGESTIONS FOR FURTHER STUDY
Nobody can stop anybody from researching further into a particular topic. To this end the door is free to further researchers to research into area(s) not cover adequately by this study due to time and financial constraints. Surprisingly, result from the exercise maybe beneficial not only to the bank but also to the entire economy generally
