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CHAPTER ONE 

1.1	BACKGROUND OF THE STUDY
	Human resource planning is the strategic approach to the effective planning of people in a company or organization such that they help their business gain a competitive advantage. It is designed to maximize employee performance in service of an employees strategic objectives it also means primarily concerned with the planning of people within organizations, focusing on policies and systems. HR department are responsible for overseeing employee benefits design, employee recruitment, training and planning performance appraisal and reward planning such as managing pay and employee benefits system. In other words putting the human energy to productive use is what human resource planning is all about. There are lots of problem of personnel planning that have attracted the attention of human recourses specialist and policy maker in recent years. It will be naïve if pretend that there is no productivity crises in our country. It would even be more dangerous to think that it constitutes no serious threat to her national economy, the productivity crises in Nigeria is real since the early 80's there has been a downward trend in productivity with the advent of structural adjustment programme, the capacity utilization of our industrial organization has shrunk to an all time low level. In some quarters the reason has been attributed to declining motivation to work, poor work attitude and work ethic and in their quarters the reason lies in government or employers insensitivity to worker's concern and the consultant deteriorating standards of living. Evidence, depicting dissatisfied disinvited workers abound in our society. Morale is low, work is over regulated and workers are over burdened with terrifying economic and society problems like rapid price increase, mounting. Job insecurity, alienation, rapidly, declining quality of work life in public and private sectors, the nature of work life has become humdrum, boring and underinsuring and there remains a growing emptiness in the work life experience of many Nigeria. In any manufacturing sector, the aim is to achieve this, wage/salaries of the employee is very low, this become a problem in the production efficiency. In addition, human resource planning in manufacturing industries is a very challenging task because it deals with a lot of variables that one dependent upon each other. These variables will surely increase as the manufacturing sectors grows complex. Also, it is difficult to trace the side effect of the changes within a particular area of planning responsibility.


1.2	 STATEMENT OF PROBLEM
	Poor remuneration of staff skilled labour, unskilled labour which often strain the relationship between the planning and workers, Bias recruitment driven the favour it on in section or replacement of staff, which does not encourage efficiency in productivity, lack of adequate communication also, lack of adequate facilities of external communication to acquire further experience. Non challant attitude to adequate educational background as initial educational employment requirement, lack of recognition to specialized skill interims of engagement and placement of staffs. Inadequate in service training facilities. Lack of motivation of staff as a means of employment and recognition of duties of facilities. Human resource planning has grown out of the realization that it is vital for the survival employee productivity of any organization. This is particularly because the hastily implemented performance related pay and appraisal systems were not delivering the results that people were expecting from them (Armstrong 2000). This makes it primary to the success of any organization given the global competition and turbulence in the business arena. According to Am strong and Baron (2004), the benefits of Human Resource Planning are therefore manifold. It is on this note that Freeman (2003) clarifies that it is concerned with satisfying the needs and expectations of an organization's stakeholder’s owners, management, employees, customers, suppliers and the general public. Robson et al (2005) conducted a study that suggested that organizations that implement "good practices" covering a range of managerial aspects, and who are achieving organizational results are likely to be closer to satisfying their staff.
1.3 	RESEARCH QUSTIONS
i What are the effects of human resource on employee productivity?
ii To what extent has the planning of human resource contributed to the employee productivity?
iii What are the problems involved in the management of human resource for employee?
1.4	OBJECTIVES OF THE STUDY
i) To study the effect of human resource on employee productivity
ii) To ascertain, evaluate and examine the extent to which increase in investment of human resource planning could serve to employee productivity.
iii) To find out the problem to the management of human resource employee productive


1.5	RESEARCH HYPOTHESIS
Ho1:- There is significant effect between human resource and employee 				productivity in a manufacturing organization alternative hypothesis.
Ho2:-There is no significant effect between human resource and employee 		productivity in a manufacturing organization alternative hypothesis.
Ho3:There is a problem involved in the management of human resource for		employee productivity
1.6	SIGNIFICANCE OF THE STUDY
	This project work would disclose the secret behind the survival, growth and development of any existing and the effectiveness of the Human resource management department in any organization, the various functions carried out by the personnel management are staffing processes, compensation welfare and the process or method through which all staff and subsequently on the profit the conclusive part of the study will enable the reader (s) to identify the necessity of Human resource management in an organization their problem and proffer solution to bring at a more harmonious work relation in an organization setup. This is to enlighten the hands of the planning personnel managers or human resource planning, production managers, marketing managers e.t.c tor better remuneration package to boost employee's morals, increase production and high performance to attain organizational Objective. 
There exist parallel gap between the employer and employee such as:
a) The study identifies poor welfare package of both skilled and unskilled labour,
b) Gap in communication between planning and employment.
c) The study prefer solution to the importance of education attainment before it is use employment induce.
d) Inadequate in services training and facility in productivity.
1.7	SCOPE OF THE STUDY
The scope of the study is examine the effect of human resource planning on productivity in a manufacturing company. This study dwells on the roles of human resource modern day organization. The time of coverage is between (2017-2021)






CHAPTER TWO
LITERATURE REVIEW
2.1	INTRODUCTION 
Human  resource as a set of people oriented, function or activities that involve effective acquisition, use and maintenance of human resource within an organization. We can see from this definition that human resource must focus on the people. Human resource is one of the most expensive resource within the organization and the cost of managing organization, human resource are becoming astronomically higher day by day planning the human resource also calls for paper training and development that will lead to reduction in cost associate with accident, errors, wastage and scraps absentized and turnover. In an organization whose resource are well compensated in frequency accident, employee turnover and absentizing as well as error and wastage rote is usually very low. According to Cole (1990) human resource may help to define the role for managing people, but the fulfillment of personnel relation in the organization residecitimately in the nature of the leadership provided by the planning and superior. This lead to a shared responsibility from personnel planning between line managers and personnel specialists.
2.2	CONCEPTUAL FRAMEWORK
	This indicates their needs, expectations, values and legal rights within work organization and the use of appropriate human resource planning strategy that would ensure the satisfaction and accomplishment of individual as well as human corporate goals. In other word, putting energy to productive use is what human resource planning is all about. In most manufacturing organization, one often some across line managers Garry Dessler 2004 as who will not deal with anything that they consider as the responsibility of the personnel department. If an employee of the department comes to work late for in stancehe is sent to personnel department to explain and disobedient employee must be reported to the human resource manager for query. In this case the line managers tend to exonerate themselves from being involved in employee matters. This approach is not right, sometimes it is party of the manager’s job to get things done other people, he should be seen as a person whom through his guidance, leadership encouragement and motivation makes the man, who is from his team get the desired result. According to Bankole (2000) he says for a manager to be able to get these things done by the man who makes up his team for effective achievement of the department targets, be must study and know those things that is expected of his men to make them feel happy about their job. Having acquired the knowledge, he can then instruct them on what to do, who to do it, and when to do it.
	As a matter of fact, that the job must be accomplished in that complaint. Therefore, it can rightly be said, human administration is the basic function of planning, unless it is effectively carried out by all members of line organization technical efficiency is adequate to adverse organization success problem of personnel should be target or seen as something different from technical problem. Both are parts of a single situation that need to be understood and deal with by line official beginning with the chief executive, it is true of the above view of personnel department as it is applicable to most manufacturing companies in Nigeria particularly they are not so large ones whose nature of business does not allow room for the employment of qualified and experienced bands to handle the department efficiently Banjoko (1996), the role of a human resource manager is for more than the traditional function which people still takes it to be, recruitment, selections and placement, wages and salaries, administration industrial relation And joint consultation, employee welfare training and development, it has moved a step further into and important area motivation and organization development.
HUMAN RESOURCE PLANNING 
	Given the increasingly volatile and complex socio-economic structure of our business success, capital and the human resource capital, whether acquired through loans of from private sources, is by far easier  to manager control and use optional going by certain predetermined economic and managerial parameters. On the other hand, the required quantity and quality of the human resource is often hard to acquire as at when needed unless the need is preceded by long term planning Loomba Paul (a998). By its nature the human resource one complex unpredictable and sometime difficult to change it require long period of development and may not be available in the right quantity and quality when needed yet it is the most vital underiticalresource required for organizational performance. M.N Ogbonna (1999) people significantly affect the success of an organization people depending on bon they are choose and people often make their own as well as organization lose relatively as pleas and or unpleasant. In short, the viability, growth and survival of many organization are tied to the availability competent and well develop people within the organization at the appropriate time. Human resource planning can therefore be defined as the part of the overall organization planning process by which as organization tries to ensure that it has the right number of people and the right king of people at the right time, at the right place performing functions which are economically useful and which satisfy the needs of the organization and provide satisfaction for the individual involved.

RATIONALE FOR RESOURCE PLANNING
	To have the right number and quality of people required effective human resource planning and  seriousplanning attention and commitment. This is important for a  number of reasons firstly for any organization to achieve a reasonable degree of success it must nerther be played with excess and retain therefore, making it economically difficult to justify keeping excess manpower. Besides excess or stock piled of employees can crease serious problems for the organization according to Banjoko (1996). For example, it can become a serious drain on profit surplus or idle employees who find themselves unengaged in any productive work tend to be bored and frustrated for not having tangible works like those who are fully engaged. At the same time the organization cannot afford to keep too few employees as over work process this can lead to a lot of dysfunctional behavior on the part of the employees. Effect human resource planning that take into account the whole array of potential planning factors can help determine the right quantity and kind of employees to keep secondly, effective human resource planning can be very useful in stabilizing employment levels particularly when a firm is faced with a variable product demand curve. According to Greenland and Biggs (1979) such stabilization can reduce the firm’s unemployment compensation liability cost incurred due to lay provide more job security to the organization employees, minimize the costs of overtime during peak periods of demand. Through,  the need to cope with possible further change and competitive force in both product and labour marketers; in technology and government regulatory requirement calls for a realistic and effective human resource planning. Also the need for strategic business planning that could permit the breaking or new grounds or the out wilting of the competitors may call for an effective manpower planning. If organization must grow and survive in the increasingly competitive business world it must have an optimum slack of talented manpower. It is need less to say that talented and highly productive individuals are always in short supply and often require longer period of training. Recurrent shortage in critical manpower skill are bound to surface manufacturing companies who requires such high level of skilled personnel must plan ahead for the needed manpower. Another rational of the human resource apart from the fact that, for light skilled employees, an extra-ordinary long term is required for a worker to achieve fill  potentials on an  investment in manpower, whether mode by the employer, by the government or by the worker himself, belongs to the individuals who may take his skill to wherever be chooses, the makes it compulsory that manufacturing company but must also be a continuous exercise. Lastly, human resource planning must not only be focus of manufacturing company but must also be a continous exercise.
	Lastly, human resource planning help to avoid or minimize the usual chaotic problems, of managerial succession created either by the sudolen death or resignation of key executive. Human resource planning succession plans for replacement to the draw up well in advance and be made know to all concerned.
FUNCTIONS OF HUMAN RESOURCE
	The human resource department carryout some function which are in line with global change in business environment. These function includes:
· Scanning and analyzing the environment
· Planning for human resource needs 
· Staffing the human resource of the organization
· Improving the work environment.
· Establishing and maintaining effective work relationship.
Though not all human resource department of the organization currently perform all these activities yet, the trend is obviously in this direction infacts these activities are undoubtedly performed in the most effective firms who are situated is highly competition environment today.
SCANNING, ANALYZING AND PLANNING
	Essentially, the success in managing human resource has open way for scanning and analyzing in both internal and external environment and human resource lies upon planning, on important aspect of the external environment is the exhaustive see of legal consideration, there legal consideration affect virtually all human resource activities. Other aspects of the external environment are levels of dogmatic competition workforce and demographic change, general economic and organization trends. Important aspects of the internal environment include strategy of the firm, its technology, the goals and values of stop planning, the size of the firm, it’s culture and its structure, proper understanding of the internal and external environment and scanning them constantly will ensure that the demands of the environment are properly consider in human resource planning decision according Dessler (2004).







PLANNING FOR HUMAN RESOURCE NEEDS 
	Basically, Peter Blunt (1986), says that human resource planning involves two major component namely: planning and forecasting the organization short-term and long term human resource requirement, (Macro component). These two components are essential if the other human resource planning activities are to be performed effective, this indicate the type of quality and quantity of employees that are needed today and in the nearest future. The needed employees would be procured either firm external labour markets or internal market via transfer and promotion, training end development programme the organization may need. It is therefore not an over statement to conclude that the two components of planning earlier mentioned determined the extend of success of the staffing, training and development activities of the entire organization by Dape 1983.
STAFFING THE HUMAN RESOURCE OF THE ORGANIZATION
	Once the human resource needs of the organization have been identified, they are field by the staffing activities. There activities include recruitment/recruiting job candidates and selecting the most suitable job applicant for the vacant positions. After the candidate have been identified through recruitment, they are consequently selected. The common procedures used in selection include obtaining complete application forms or resumes from the candidate administration of various form of tests, interviewing the candidates, checking educational background, experience and references. Flour M.111 1996.
Improving the work environment
Improving the work environment is a crucial activity of human resourceplanning. As domestic and international competition becomes intense, organization have to improve their competitiveness, this may mean implementing certain organization improvement programmes such as training employees and proving planning development opportunities, raising the level of product or services quality, enhancing innovation or reducing costs. These may also be needed to design jobs and improve communications with employees. Making all these programmes available employees can result to higher satisfactions and better retention rates. They can also ensure that the organization has the necessary employee competence and flexibility.




ESTABLISHING AND MAINTAINING EFFECTIVE WORK RELATIONSHIP
	This functions comprises the following set of activities. Respecting employee right:- providing a safe and health work environment. The methods used by the employees should be understood by the organization. It is important to rate that a crucial activity among the one listed above is the improvement of the physical and socio-psychological work place to maximize employee safety and health failure to improve condition for healthy and safety as stipulated by factory act can be dangerous and very costly, increasingly, employees are gaining more right, hence employment decisions such as dismissal lay off and demotion must be made with core and evidence provided it is important that the managers of the organization to be aware of all employee’s right. The human resource managers is of course, in a better position to inform the line managers of these rights. This activities is particularly important for organization that have unions. Unions must be corporate or incorporated into developing new programmes for the improvement of human resource.
2.3	THEORETICAL FRAMEWORK
	According to Baraham (1998), motivation can be defined as those inner drives, it is what spas in individual toward a desired behavior. James Stoner (1996) describe motivation as what energizes, mountain and sustain behavior. That is an urgue that people move in a specific direction. A more technical definition given by a social scientist suggest that motivation is the psychological process that cause the arousal direction and persistence of behavior. The problem of optimal level of production of employees has been a major concern of planning practitioners. A lot of scholastic wide up empirical observation and systematic have been on motivation of workers as a means of increasing productivity and achieving optimal level of production. Smith, (1986) was the pioneer proponent of motivation in  organization, smith based his economic doctrines on the fact that man calculates the actions that will maximizes the self interest and behavior accordingly. He saw man as an economic animals who devotedly participates in any thing that will bring financial gains and smith’s thesis led to the theory that relationship in the market place between customer and buyers should be left done because the separate pursuits of self interest would regulate market relationship adequately. Schein (1994) used this economic exposition of smith to analyze the behavior of a national economic man. According to Schein, man is primarily motivated by economic incentives and will do that which gests him greatest economic gain and that since economic incentives are under the control of the organization man is essentially a passive agent to be.
	Thus, it is clear that Taylor’s principle advocate maximum workers hours and minimum leisure. The principle of scientific planning simply categories workers as “one of the factor of production” to be manipulated by entrepreneurs. Locke (1997) debunked Taylor’s mechanistic this argument was that the theory assumed that human behaiour can be mechanically tuned on and off and that it failed to realize the complexities of human beings and then limit to which it could be controlled. Fredick Taylor’s principles of scientific planning though defective cannot be used in modern day enterprise, but is provided based used in modern day enterprise,  but is provided based for the human relation approach to be classical motivation of workers. In reviewing the views expressed by the classical motivation theorist, Schein (1970) stated the failure of those theorist to recognize that formal organization within them, and that in the informal organization, worker and managers are likely to establish relationship with each other which influence the manner in which they carry out their job roles. To give credit out studies in the Haw throne plant of the western electric company in Chicago, illonis in 1920, these  studies highlighted discrepancies between the loasy organization behave it has shown that the workers, not the organization, largely decide how much and how fast they would produce, the Haw-throne study also undermine the assumption that economic incentives are only factors which affect the way people behave at work. The studies showed the importance or informed groups in a formal organization, that is the need to be identified with and accepted by a work group and how this determine the behavior of workers and worker’s morals. Through Schein (1941) noted that too much emphasis on human relation makes it easier for workers to slough their responsibilities. Korman (1977) argued that this theory lacks applicability relief because the theory assumes that employees are very calculative but in actual sense “employees are very limited in their capacity to make decision in an organizational setting”. However, Christ argyis mature Human being theory of motivation was also criticized by Sexton (1968) and Straus (1963). According to sexton, the mature human being theory of Argils is only applied to regimented and mechanized task while Straus sees the theory as indicate of blue collar worker than well educated professional, this business participation in job and decision king are inherently the basic for professionalism. Model of subordinate motivation





ADMINISTRATIVE PLANNING
The administration planning school concentrate  on the question departmentalization, co-ordination and organization involved in the design and as H. Fayol, LH Ghlick, L.grwick, I.O Money and AC.Riley the major contribution of this school in contrast to scientific, planning, can be appreciated with two observation. First, while Taylor produced a set of operating procedures applicable to specific situation administrative planning advanced as act of planning situation, secondly, while Taylor’s work was based on specific investigation the planning were involved on the bask of common sense and experience rather than from empirical evidence, Locke (1991). The first relates to the process of designing an administrative organization on a rational basic while the second focuses on those aspects that are important after the group, the organization design has been completed. In the first group argument starts from the premise that any general purpose organization has a set of basic task function that must be subdivided in to different type of activities such production, finance, marketing, service, supervisory and coordinating activities, the main job of planning is to combine their activities. In the organizing process, activities are combined into well defined unit of work, which is turn are combined into well defined department division and so on. To the highest level of aggregation appropriate for a given organization. Finally, horizontal, as well as vertical relationship in terms of responsibility, authority and accountability are established. The administrative design could be based on such consideration as organization by process purpose place or time Bankole (2000). The second group of principles was directed to planning problems encountered in running as opposed to designing can employee should receive orders only from one boss and scalar chain (one should normally nor short circuit ones immediate superior)  and two of the several general principle of planning advanced by the  administrative planning school. Like the scientific planning school, the administrative planning school largely ignored the physiological behavior. The administrative planning school is important for these two reason. First, it advance the scope of planning concern beyond the production orientation that was characterized of the scientific school. Secondly, its failure to conform theory with evidence provided the impetus for the evolution for the behavior science school the scientific and the administrative planning school techniques made during the 1920’s and 1040’s in the actual application of improved planning technology.



HUMAN RELATION 
	The human relations school is of importance because it represents the first systematic attempts to study and analyze the relationship of human fact or to productivity, the combination of Miss Parker Follett (2001) and Elton Mayer (1999) and his associate will be designed briefly to bring out the flow of this school. The central question the Miss Follett (2001) attempted to answer was this how can society go beyond the boundaries implied by its physical resource and individual capabilities. Her answer, in a simple word was to create cooperative working  group in organization recognizing the importance of motivational factors of the individual behavior and sociology (dealing with group of behaviour) and advances the use of the group approach to planning in an environment based on good human relations. Miss Follett (2001) felt that co-ordination of group effort to advance the most efficient result was the central core of planning. An effective co-ordination could be achieved through proper education, improved harmony, group thinking and by promoting a cooperative organization. It should be noted that Miss Follett’s work was not   experimental studies that attempted to relate productivity to a set of physical and social factors. The experiment were conducted between (1924 and 1932) at western electric Hawthron works in Chicago, the purpose of the experiments was to relate certain physical variable to productivity comparing the output of a test group (were the variables changed) to that of a control group (where these variables were kept at a constant level) the variables that were investigated included the degree illumination, number and duration of first periods, changes in working hour and shorter workers weeks. The research found that physical factor are not the sole determinant of productivity they proposed man is not a simple econotechnical creative but that he has a very important socio emotional dimensions and the social groups have mayor’s experiments established the importance of the sociological concept of group effort to the practice of planning. Mayor 2002 observed that an organization is a social system consisting of cliques informal groups, and status levels and that their system was a mixture of factors that are logical and economical as well as non-logical emotional goals of the organization planning must satisfy the social and psychological and anthropological dimension of planning. As a result, several empirical studies were conducted to understand the behavior of individual and group within an organization under various  kind of economic, social, political and technological environment. These are studies from the central core of the behavior school. The topic motivation has attracted the attention of other writers Ifechukwe 2002 define motivation as the driving force that stimulates an individual to action.
	Ajibola (1998) describes, it as a process of stimulating people to action to achieve desired goals or accomplish desired tasks. Vroom work and motivation John Willey (1964) page 195, gives a more conceptual definition, motivation is a process governing choices made by a person of lower organization among alternative forms of voluntary action for our purpose we define the process of motivating employees as influencing subordinate to work for a cause desired by the planning.
RECRUITMENT SHORT LISTING OF STAFF 
	It is observed that the aim of recruitment is to ensure that the manufacturing industry demand for manpower is met by attracting potential employees (recruit) cost effective and timely manner. The aim of staff recruitment is to identify from those coming for ward the individual most likely to fulfill the requirement of the manufacturing industry with the high rate unemployment throughout Nigeria, the human resource manager has no difficulty. Nevertheless, the efficient human resource planning will adopt more or less the same scientific method for the recruitment staff recruitment and placement of staff that was used in the past war era, with condition of full employment and abnormal staff turnover. The recruitment policies constitutes the code of conduct which the manufacturing industry is prepared to following in its search for field are as follows. Seek possible candidate on the basis of their ability to perform the job required. In matters of recruitment the company should award to a consultancy firm. Discriminate firmly against possible candidates disablement on the grounds of sex, race, age, religion and physical disablement. Manufacturing company will endeavour to ensure that every application for a position in the economy is informed in advance about details of the vacancy.
TRAINING AND STAFF DEVELOPMENT 
	Every human resource manager must be able to his responsibility in this area, invest agents on training and staff developing are wise investment. There are many manufacturing industries in this country, which required training and manpower development. What such manufacturing industries are interested in the immediate returns. But in a changing world of which Nigeria is part of the attitude can no longer hold good. Manufacturing industries places were emphasis on investment on training and development of it staff which as a result increased its economic and profit basic tremendously in recent years manufacturing could be noted that to put an old chief clerk who has never received any training on the job is very detrimental.
The missing link in motivation effort
	In discussing the missing link in motivation effort, we will be drawing heartily form Vroom’s expecting theory, the theory state that performance motivation on ability i.e P+F (M&A) motivation in turn varies with the vallen of attractiveness of out comes upon the performance of that task and the instrumentality, one of performance for attaining the out come. The major outcome he identifies are money (salary), fringe benefit, promotion, supportiveness behavior, the leadership style of the supervisor or boss farness, honesty conscientious effort etc and the joy derive in doing the work itself. Their model is as follow.
V= Vetp, lpm + Vslps + Vglpy
Where V = Valence 
Ve = Valence due to ago involvement
Vf = Valence of money (salary)
Vf = Valence of fringe benefit
Vs = Valence of supportiveness behavior
Vg = Valence of group acceptance
MOTIVATION THEORY 
	It has been said by Herzberg etd 1995 that motivation is one of the most written about subject in the literature of main managers of people perform at work so. They do as result, provide managers with methods to improve workers productivity, at though authority can be used in found organization to influence employee behavior, motivation provides an alternate that is less threatening and usually effective. The word motivation suggest energetic behavior directed toward some goals the process of moving a person towards some action, motivation is not about the amount of effort it has to do with directive and quality of the effort continuing research on motivation shows that individuals needs are still much like those observed decades ago by maslow, Herberg, Mc Cllel and Akinson. In the mid 1050s Abraham Maslow a noted psychologist presented the view that a person’s basic needs act as motivation. The minimum needs that motivation people arte their psychological, safety and social needs. In order to perform adequately and have any measure of pleasure on a job, these basic needs must b not after they are met, ego or esteem needs emerge and serve as motivations. These includes the needs for recognition, respect and status, workers who seek to have needs might usually aspire to do their jobs more proficiently or more creatively. The highest level need for self actualization is the desire to live up to potential, to realize one’s ability and to exercise creativity. Because these needs for in the centre of motivation managers and organization must provide the condition for needs satisfaction if their employee are to shrive for achievement. In the bosfedrickherzerg proposed a two factor theory of motivation. In the research Herberg found that there were fire main factors that use job satisfactory, they are achievements; recognition, these were called motivation factor’s because they are all what is identified with the actual work being done. Herzberg also found which the labeled hygienic factors, factors that relate to the environment in which work is performed and they include such items as company policy, supervising, interpersonal relations, salary and general working conditions. The se factors were all dissatisfied because they had to exist at an adequate level or employees would dissatisfied with their working situation. The issue of motivation depends on the motivation factors these include achievement, responsibility, and the intrinsic challenge or interest the work itself offers. In summary, Herzerg motivator hygiene theory provides a way to build motivation directly into work itself to enrich jobs for over twenty years, David Mc clell and shidies the phenomenon of constructive ability beyond survival requirement. He labeled has trait reed for achievement Mc clelland found that high achievers value extrinsic rewards such as money only as a method of keeping scores and that the real reward, the satisfaction achievement, stimulated their performance. In order for organization  to succeed Mc Clelland (2000) advises that they invest in a man not in a plan to have a high productivity.
2.4	EMPIRICAL FRAMEWORK
	A main concern of a manager today is to discover and successfully apply methods of wage and salary payment that help optimize output of production per man, hour and at the same time accepted as equitable by the employee and their trade unions. However, economic technical and organizational trends and changes in social structures and ideas makes it possible that some assumption which until now have seemed appropriate to the discussion of wage payment system are out dated or are rapidly to become so. The basic problem is the time-tenured concept of wage costs being accruable cost i.e wages directly related to the amount of work completed. The factory system ultimately made this untenable; employees had to pay for their time attendance what might be termed the classical incentive bonus scheme attempted to restore the position. This would appear to be rapidly becoming untenable due to.
· Commitment of full employment
· Power of unions seeking to secure earning to meet stable commitment
· Technological advancement, which is changing work itself.
· Advance education which has narrowed the gap between.
· Government entry into wage level negotiations thus, wage costs are tending to become a fixed cost of running a business partly as a result of Hauton Mayor’s work 
· The Hauton experiments there is a growing acceptance that system of wage payment is not only important eactor improving workers performance, two further points are 
· Market force- which determine acceptable level of earning.
· Fairness or equality- as seek by the shop floor. However, there two factors alone are not sufficient to secure acceptable standard of performances consider  the range of employees attitude and performance in different companies e.g cooperative and industrious. A pathetic and causal, obstructive and indolent. These are not caused by accident or fate. To get satisfactory standard of  performance, planning must manage in a positive sense and not just live it to the system of wage payment. This involves planned and continuous action to.
· Secure employee’s support in advising company’s goals increase job satisfaction and pride in achievement.
· Improve morale by building up confidence in the future of the company.
· Work together in finding solution to problems which affect the interest of both parties.
	Many employers now regard their worker more as valuable productive resource to be carefully husbanded and less “hand”  to be hired and cred at will. In large companies according to (Wofford J.C 2001)  it may be said that this has less to do directly with current high levels of employment than with the growth in the scale of enterprises and in their self perpetuating capacity, with the economic force and new technical possibilities, with the emergence of professional managers and with development of a business ethnic which stress the social responsibilities of the enterprises. The need to find wags to integrate the derives, aspiration and chain of the individual with the individual with the tasks objective of the enterprise  is increasingly recognized. Although, there are some evidence that satisfied  workers not necessarily the most productive or dissatisfied ones are least productivity, there is a good deal evidence that attention to the kind of organization structures and supervisory and planning style which are centered on the employees and his needs is likely to living higher performance than over anxious concern with formal procedures for controlling work flow. On this argument the employee deserves to be treated in a mechanistic way to suit the requirement of machine layout and administrative procedure. If he is so treated than he will behave as mature human being i.e he will be co-operative and helpful and will give freely of  such skills and capabilities as passes aid will respond willingly to any opportunity the enterprise might offer him to develop these skills and capabilities further, with the aid of M.A Ogbonna 1999.
CONTEMPORARY APPROACH TO MOTIVATION
	In the human side of enterprise, Douglas MC. Gregor 2003 describes a modern style manager as the who provide a balance between control and individual freedom.
	These are come of his basic assumption about human nature.
· External control and the threat of publishment are to the only mans for bringing about effort towards or organized objectives. Workers will exercise self-direction and self control in the services or objective to which they are committed.
· Commitment of objectives is a function of rewards associated with their achievement.
· The average maker learns-under proper condition not only to accept by to seek responsibility.
· The capacity to exercise a relatively high degree of imagination, ingenuity and creativity in the solution of organizational problem is widely not narrowly distributed in proportion.
The acceptance by managers of MC Grager approach 2003 to motivation has resulted in the parties of delegating authority for many decision, enriching and enlarging tasks so they are less respective, increasing the variety of tasks and responsibilities and improving the flow of communication within an organization job design. Job enrichment, job rotation, job enlargement are all methods of motivating employee according to contemporary writers. These methods are consistent with the motivation theories discussed earlier as they provide opportunities for satisfying social and esteem need, job redesign is a procvess of structuring job so that tasks are more derived and employee from assigning another. Job enlargement involve adding more and job enactment involves the combination of tasks. Actually, job enrichment is the term used most often to desire all these fair methods.
	For enactment dates back to 1940,whenWillaim Wilson the president of IEM learned that worker dislike most about their job or work.
LINKERS SYSTEM FOR PLANNING
	In the basis of this, linker identified four basis style of planning used in organization these are:-




1. SYSTEM ONE PLANNING:- This is described as exploitative authoritative, the managers here are highly autocratic have little trust in subordinates motivate people through fear and punishment with occasional rewards, engage in only downward communication and limit decision making to the top.
2. SYSTEM TWO PLANNING:- This is called “benevolent authoritative" these managers have a condescending confidence and trust in subordinates, motivate with rewards and some fear and punishment, permit some upward communication, solicit some ideas and opinions from their subordinates and also allow some delegation of decision making but with close control.
3. SYSTEM THREE PLANNING:- This is described “consultative”  here, managers have subordinates. They attempt to make constructive use of subordinates opinion and ideas. To motivate they use rewards with occasional punishment and some participation, communication flow up and down. The top with special decision at lower levels.
4. SYSTEM FOUR PLANNING:-This is called the participate grow up. These managers have complete trust and confidence in subordinates in all matter. Always get ideas and opinions from subordinate and use them constructively, giver economic reward on the basis of group participation and involvement in such areas, setting goals and appraising progress toward goals communication is up and down and with peer. They delegate authority and encourage decision making throughout  the organization. Linkers opinion that in general the participative style is the best still studying the ramification of leadership bowers and seashore (1966) later classified the function into leadership of our namely:-
· SUPPORT:-Behaviour that enhance one’s felling of personal with and importance.
· INTERACTION FACILITATION:-Behaviour that encourage member of the group to develop close mutual satisfying relationship.
· GOOD EMPHASIS:-Behaviour that stimulate an enthusiasm from meeting the group’s goal or achieving excellent performance.
· WORK FACILITATION:-Behaviour that helps achieve goals attainment.
· THE MANAGERIAL GRID:- But is was Blake an mouth (1966), will simplified and popularized this theory with their highly acclaimed managerial grid.
These writers argued that all managers have two major orientations they are:-
· CONCERN FOR PRODUCTION:- That is the attitude of a supervisor towards word efficiency procedure, rules, volume of output.
· CONCERN FOR PEOPLE:- This is attitude of the manager toward maintaining good working condition, having satisfied interpersonal relationship.
· Relation, maintaining the self respect of the employees
STRIKE AS AN INSTRUMENT FOR BARGAIN
	Unless employees have the right to strike labour unions all over the world have jealously guarded not only the freedom to strike, but also the “right” to go on strike. Strike is defined in the trade disputes (emergency provision) decree 1968 as + The cessation of work bay a body of persons employee acting in combination, or a concerted refusal or refusal under a common understanding of any member of persons employed to continue to work for an employer in consequence of a dispute, done as a means of compelling their employer of any person or body of person employed to accept or not to work. Strikes include any deliberate effort to work all less than the usual efficiency or speed.
STRIKES AND COLLECTIVE BARGAINING 
	Strikes and collective bargaining work hand in gloves. While collective bargaining can take place  without a strike ever occurring, the realization by planning that union has the right to go on strike unless their demand are met given union a bargaining all vantage. While  most bargaining could be accomplished in a very friendly and cordially environment. The availability of the instrument of pressure is a very important element in facing planningto  comply. As long as the strike threatens than if it agrees, with the other demands, there is reason for them to settle. Planning reserved the right to be pressured into accepting the term of negotiation offered by union and stands it ground in the face of an impending strikes. Union who have used strike very effectively to extract compliance believe that strike or threat of it is an intimate and inevitable part of bargaining with the threat of strikes employees cannot  refuse to bargain in good faith with employees representative about wage hour and condition of employment. While strike are unquestionable, useful bargaining instrument at the disposal of unions has advantage and disadvantage. The public could benefit from a strike if workers are consumers so increased wage given than better purchasing power, which could stimulate the economy with resultant improvement 





STRIKE AND LOCKOUT 
	There are many factors taken into serious consideration before strike and layout:-
· The effect that calling a strike or conversely agreeing on a contract will have upon the union policies, aims and goals.
· The long term and short term implication of setting without a strike.
· The degree to which striking members will be able to withstand the loss of pay.
· The degree to which public opinion will be sympathetic or at least not antagonistic to the purpose of the strikes
· The role that the federal government can be expected to take in the event of the strike.
	Employers have to consider whether to concede to union’s demand or allows member to go on strike before allowing union to go strike: the following points must be considered.
· The extent to which a possible settlement is reconcilable with company policy.
· The ability of the company to with stand possible loss of profit, customers and suppliers.
EFFECT OF HUMAN RESOURCE DEVELOPMENT ON EMPLOYEE ORGANIZATIONAL COMMITMENT
	Essentially, Human Resource development is concerned with enhancing employee performance at workas well as providing them with organizational commitment. Employee performance at work is inter dependent with employee organizational commitment in the sense that, when an employee performs well by meeting their goals, they derive satisfaction from this. This propels them to perform even much better. In addition, Training and development is related to the skills and attitudes deemed necessary by the planning of an organization that must be acquired by the members of that organization, in order to improve the probability of achievement of its goals. Training
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offered to employees, may help them reduce their anxiety or frustration, brought on by work demands, that they are not familiar with, and they are lacking the skills to handle effectively(Chenet al., 2004). Satisfied employees quite often display ownership of the organization in which they work. Peters & Austin (1986) argue that employees with a feeling of ownership with respect to either their organization or role are more likely to provide better levels of performance. Robsonetal (2005) conducted a study that suggested that organizations that implement good practices cover in garange of managerial aspects, and who are achieving organizational results are likely to be closer to satisfying their staff. Practices relating to people, performance planning and organizational results also show association with employee organizational commitment. Clark (2001) asserts that the basic common company cultural values embraced by big corporations and multinationals is are sult of Human Resource Development which constantly alignsan individual to the organization making the individual part of the big corporate family and have as ense of belonging increasing the individual’s satisfaction with the job and the firm. Furthermore, in anera of continuous change and increased environmental uncertainty and complexity, both planning and employees understand their limited capacity to deal with future demands made on them. Studies show the emergence of two trends, increasingly troubling corporate planning, the increasing age of the workforce and the fast-paced evolution of new technologies (Tai, 2006). 	According to Tai, researchers converge in their suggestions to businesses, that they increase their Human Resource
Development budgets,  in order to remain competitive and maintain an adaptable and flexible workforce. Moreover, the frequent use of on the job training rises from the favorable relationships between training costs and benefits, the possibility to train just in time and the expectation of positive transfer of what is learnt to the employee’s place of work. Although there has been no direct link in the literature between training and organizational commitment, Rowden (2002) propose that training may be used as a tool to increase organizational commitment. Rowden and Conine (2005), argue that trained employees wastter satisfy the needs of their customers. Tsai et al. (2007), found that employees committed to learning showed a higher level of organizational commitment with a positive effect on their performance. Organizational commitment has been defined as “pleasurable or positive emotional state resulting from an appraisal of one‟s job or job experiences. Following Rowden‟s thinking it would be safe to assume that, employees that perceive their training beneficial was more satisfied than those who get no training. Employees feeling less than competent to do a task, are more likely to leave the field(Chen et al., 2004), or if they choose to stay, their productivity would be suboptimal(Kanelopoulos and Akrivos, 2006). The larger the gap between the skills required andthose possessed by the employees, the greater the lack of organizational commitment of the employees and the turnover intentions. Rowden (2002) and Rowden and Conine (2005), propose that training may be used a satool to increase organizational commitment. Rowden and Conine (2005), argues that trained employees was tersatisfy the needs of their customers. Tsaiet al. (2007) found that employees committed to learning showed a higher level of organizational commitment with a positive effect on their productivity.
















CHAPTER THREE
METHODOLOGY
3.1	INTRODUCTION
Research is carried out in order to discuss new information and to expand the verified existing knowledge. It aims at finding out fact and making suggestion base on interpretation of data analysis. The essence of this chapter is that it described the procedure and methods used in the collection of data for the study. It also deals with the method used for the data analysis. 
3.2 	RESEARCH DESIGN 
	The research fits into an experimental research design, as it seeks to find the effects of human resource planning on employee productivity among 7UP Bottling Company, Ilorin. Across section survey was used for this study since it employed a single point of data collection for each participant. The study engaged different respondents who differ regarding their interest but share other characteristics such a social economic status, educational background and ethnicity. While the design may sound relatively simple; findings participants who are very similar except in one specie variance can be difficult. 
3.3 	POPULATION OF THE STUDY 
	The population is the universe of potential observation about which the research to make some general statement or intent the population at the study. These include staff of production department, sales department, and account department.
3.4 	SAMPLING SIZE AND SAMPLING METHOD. 
	Sampling is a particular proportion of a defined population estimated, by use of certain method and procedure. Sampling were selected from population where the center population may be too large to justify a complete senses, this research is limited to a sample size of (40) respondent comprising of staff of the aforementioned department. Random sampling method is used in this study so as to guarantee that all possible sample are actually like to be drawn and to remove the element of bias in this selection.

3.5 	METHOD OF DATA COLLECTION
	The method that will be used for this study is primarily questionnaire method. Data shall be collected through the administration of questionnaire to the staff and workers of 7up bottling company.
3.6	INSTRUMENT OF DATA COLLECTION
	The research instrument that shall be used for this study is questionnaire. The questionnaire is structured in accordance with the stated research questions and hypothesis. The questionnaire is divided into two sections. Section A comprises of question relating to the demographic characteristics of the respondents, section B comprises of questions relating to training and development and employees performance.
3.7	 METHOD OF DATA ANALYSIS 
	Data were analysis in percentage in order to effect easy reading and understanding. 

CHAPTER FOUR
4.1 INTRODUCTION 
	As stated in the research design, the researcher used questionnaire method for the survey. The purpose of this  chapter is to explain how data used in this research was collected, and the organization of such data. Also the researcher will analyze these data and discuss the findings arising from the data. This will help the researcher to accept or reject the hypothesis.
4.2 DATA PRESENTATION AND INTERPRETATION
this chapter contain the presentation and interpretation of the respondent responses as extracted from the completed copies of the questionnaire. Fifty questionnaire were published and administered at forty questionnaire were collected and analyzed for the investigation collected are presented in a tabular form for easy interpretation. Tabulation therefore ban describe by wants 2000 as “the postering or roistering of the data on to wants sheet”. The data presentation is based on the premise that the analysis could be useful in providing secondary data  for future research works, the following and the tables computed for the responses to each of the questions contained in the twenty three question with their explanation.
Analysis and interpretation of questionnaire
TABLE 4.2.1 AGE OF RESPONDENT
	Age 
	No of respondent 
	Percentage 

	20-30
	20
	50

	31-40
	14
	35

	41-50 
	2
	5

	51 above  
	4
	10

	Total 
	40
	100


Sources field survey 2025
Form table 4.2.1 above, 50% of the respondent are the age group form 20-30 years 35% in the 31-40 years and above age group 
TABLE 4.2.2 SEX OF RESPONDENT
	Sex 
	No of respondent 
	Percentage 

	Male 
	24
	60

	Female 
	16
	40

	Total 
	40
	100


Sources field survey 2025
Form table 4.2.2 above 60% of the respondents are male while 40 are female





TABLE 4.2.3 DESIGNATION OF RESPONDENT
	Option 
	No of respondent 
	Percentage 

	Manager
	6
	15

	Supervisor
	12
	30

	Junior Employee
	22
	55

	Total 
	40
	100


   Sources field survey 2025
From the above table 4.2.3, 15% of the respondents are Manager as well as 30% are Supervisor while 55% are junior Employee.
TABLE 4.2.4: MARITAL STATUS OF RESPONDENT
	Status 
	No of respondent 
	Percentage 

	Married
	14
	35

	Single
	26
	65

	Divorce
	-
	-

	Widow
	-
	-

	Total 
	40
	100


   Sources field survey 2025
Form table 4.2.4 65% of the respondents on single while 35% are married.
TABLE 4.2.5 EDUCATIONAL QUALIFICATION
	Option 
	No of respondent 
	Percentage 

	SSCE
	22
	55

	NCE/OND
	10
	25

	HND/BSC
	8
	20

	Total 
	40
	100


Sources field survey 2025
From the above table 4.2.5 55% respondents have SSCE, while 25% have NCE/OND and 20% have HND/B.Sc
SECTION B 
Question 6: What Are The Function Of Human Resource Managerial In Your Organization.
Table 4.2.6 
	Option
	No of respondent
	Percentage

	Organization of Labour
	6
	15

	Initiation of welfare programme
	5
	12.5

	Determination of training and welfare
	3
	7.5

	Determination of production and disciplinary measure
	7
	17.5

	All of the above 
	18
	45

	Other 
	1
	2.5

	Total 
	40
	100


Sources field survey 2025	
	In the table above 15% of the respondent agree on organization of labour function 12.5% goes for initiation of welfare programme 7.5% determine training and welfare 17.5% also determination of promotion and disciplinary measure, 45% went all of the above and 2.5 agreed that they perform other function.
Question 7: Are The Function Of Human Resource Planning In Your Organization Adequately Exhibited?
Table 4.2.7
	Option
	No of respondent
	Percentage

	Very adequate exhibited 
	8
	20

	Not very adequate exhibited
	12
	30

	Not adequate exhibited
	4
	10

	Not adequate exhibited
	14
	35

	Indifferent 
	2
	5

	Total 
	40
	100


   Sources field survey 2025
            In the table above 20% agreed on very adequately exhibited in Human Resource planning   30% not very adequate exhibited 10% adequate 35% of the respondents believed adequate while 5% is in different.
Question 8: Human Resource Planning Has Effect On Employee Productivity
Table 4.2.9
	Option
	No of respondent
	Percentage

	 Strongly agree
	28
	70

	Agree 
	10
	25

	Disagree 
	2
	5

	Strongly disagree 
	-
	-

	Total 
	40
	100


   Sources field survey 2025
From the tales above  shows that 70% of the respondent strongly agree that human resource planning has effect on employee productivity  while agreed 25% Agree and 5% of the respondent disagree.




TABLE 4.2.9 EFFECT OF HUMAN RESOURCE IN AN ORGANIZATION.
	Option
	No of respondent
	Percentage

	It enhance productivity
	5
	12.5

	It increases efficiently
	5
	12.5

	It improve the quality of output
	5                                                                                                                                        
	12.5

	All of the above 
	25
	62.5

	Other 
	-
	-

	Total 
	40
	100


   Sources field survey 2025
     From the above table, 12.5% of the respondent said it enhance productivity 12.5%. Said it increase efficiency and 12.5% also agreed that it improves the quality of output while 62.5%  all of the above.
TABLE 4.2.10 RESPONSES ON THE EFFECT OF INADEQUATE FACILITY ON THE ORGANIZATION IN TERM OF PRODUCTIVITY.
	Option
	No of respondent
	Percentage

	Reduction in work force
	6
	15

	Reduction of morale 
	18                                                                                                                                        
	45

	High labour turnover 
	4
	10

	All of the above 
	10
	25

	Others 
	2
	5

	Total 
	40
	100


Sources field survey 2025
From the table above 45% of the respondents believe that inadequate facility affect the organization in terms of productivity by reducing staff morale 15% and 10% believe it leads to reduction in work for and high labour turnover respectively while 25% believe that is leads to all of the above and 5% that is lead to other factors.
4.3 PRESENTATION AND ANALYSIS OF DATA ACCORDING TO RESEARCH   QUESTION  AND HYPOTHESIS
	
	No of respondent
	Percentage

	Strongly agree 
	24
	60

	Agree 
	12
	30

	Undecided 
	4                                                                                                                                        
	10

	Disagree 
	-
	-

	Strongly Disagree
	-
	-

	Total 
	40
	100


   Sources field survey 2025
60% of the respondents strongly agree that these is significant relationship between human resource and efficiency and 30% agree while 10% is undecided. The yes or no option has been avoided completely since a lot of information will be lost when this is used. Part of the questionnaires is  about personal bio-data of respondent while the other part one designed to probe the understanding and opinion of respondents on corporate human resourceplanning and its effects on productivity in a manufacturing industry.
NULL HYPOTHESIS 
Ho- significant effect exist between human resource and productivity in a manufacturing                 organization alternative hypothesis.
Hi-  significant effect does not exist between human resource and productivity in a            manufacturing organization. According to table 4.2.23 using regression analysis on the relationship between human resource and efficiency productivity. According to table 4.2.23 using regression analysis on the relationship between human resource and efficiency productivity.
The formula is 
r = E x Y
E x2 	EY2
R= E(x-)		(y-y)
E(x-x)2		(y-y)2




















Where 
E = Summation 
N = Number of variable
Y= percentage of response
X = Respondent response
	= Square root
R = Research hypothesis 
	
	X
	Y
	x-x
	y-y
	(x-x)2
	(y-y)2
	(x-x) (y-y)2

	Strongly agree 
	24
	60
	16
	40
	256
	1600
	640

	Agree 
	12
	30
	4
	10
	16
	100
	40

	Undecided 
	4
	10
	-8
	-10
	64
	100
	80

	Disagree 
	0
	0
	0
	0
	0
	0
	0

	Strongly Disagree
	0
	0
	0
	0
	0
	0
	0

	Total 
	40
	100
	12
	40
	336
	1800
	760


 X = E x	= 40 = 8
	n 	    5
Y = Ey	= 100 = 20 
n 	   5

r =        E xy

Ex2	   Ey2
          Or 
r = E (x-x) 	(y-y)

E  (x-x)2   (y-y)2
r = 	760
      336	1800
r = 	760
		775.92	r = 0.9795








Using T Distribution test in testing for the hypothesis standard errors
= 1-r2
    N-2
= 1-(0.9795)2
	5-2
=  1-0.959
	3
=  0.041
	3

=  0.0137	
               SE = 0.12
t = y	= 0.9795	
     SE    0.12	= 8.16 
Degree of freedom
(DF) = N.K 
5-2 = 3
At 5% significant level
T = 8.16
Decision at 5% significant level, the t distribution calculated value is 8.16 greater than the table value 3.182. we accept our Null hypothesis and reject alternative hypothesis.
Therefore it can be concluded that there is significant relationship between human resource and efficiency/productivity in a manufacturing organization.
To compute the critical value and the computed value: 
	Critical value = (±0.97.95) 
	Compute value = 8.16
	Compute value > critical value 
		0.9795> 8.16
Decision on the acceptance/rejection of HO, null hypothesis: since the calculated value of Z is greater than the critical value, we shall reject the null hypothesis and uphold the alternative hypothesis. 








CHAPTER FIVE
5.1	SUMMARY 
	In chapter one of this research work, the researcher made brief of introduction of what the research work will focus on using the 7up bottling Company  as a case study the chapter also dwell on the statement of problems, purpose and significant of the study as well as the scope of the study. The researcher carried out the review of all related literature on the subject matter in chapter two, the chapter three deal with the method by which the researcher collected and analyzed the data for answering research questions and testing the relevant hypothesis. The data collected were presented and analyzed in chapter four and answers were provided for relevant research question and hypothesis were provided for relevant research significant level. After a critical study, it is quite evident that Human Resource have a great effect on any manufacturing company whose aim is to increase production growth and profitability. The study reveals that to increase induction. Level, human resource must be effectively planning this entails close and proper monitoring control, and maintenance of various personnel organization and employee’s relation.
5.2	RECOMMENDATIONS
	In view of the present economics political situation on the country, it is quite necessary that the managers of human resource should pay attention to the Human Resource policies in their companies which should be in line with what is expected of them by the labour organization. This becomes necessary to avoid failure which is dangerous to the growth of the company, this issued of for play should be exercised on the award of excellence to dedicating and hardworking employees. This becomes in order to employ the right caliber and quality of manpower needed for improved production efficiency. Appropriate. Sanctions should be placed on erring workers. These sanction should be very effective, so that other workers should take caution and behave according to expectation. The planning should establish medium of communication with its employees so that a harmonious relationship between planning and employees can be enhanced efforts should be made at discouraging illusions circumstances among workers.

5.3	CONCLUSION
	There is a perfect relationship between human resource and the production level of manufacturing companies. No company can operate it self without adequate and qualified manpower network. The personnel must be efficiency managed. The efficiency depend on a perfect maintenance and monitoring of all the actors which constitute human resource policies in the company, such as recruitment and selection, training career development, safety and healthy relation with trade union and staff association pay and benefits (pension, salary and gratuity). In-efficiency, poor planning and lack necessary motivation however results in low productivity, poor profit margin and non harmonious relationship between planning and personnel. The method by which the researcher collected and analyzed the data for answering research question. The planning must maintain a perfect mix of the human resource policies formulated for the company and should ensure close supervision of those policies at any point in time. It is also observed that the deviation or lack of expected motivation standard in the planning of human resource result in strikes and lockout which yield low productivity and poor human relation between the employers and employees. Also the desire of the employees to quite or make changes is depending upon political, social factors acquisition of higher skills or attainment of higher educational standards. The effect of mobility rate of human resource in manufacturing companies leads to low productivity, poor profit margin and low level of efficiency. It has also been observed that most personnel experience have lot of disillusionment in their working environment. Before employment or at earlier stage of employment most workers believe that the path to success is hand working. By the time they have worked very hard and for a very long time and having seen nothing they now believe that their own effort has nothing to do with success. They simply believe that other Nigerians who have made it successfully, did not get it by hard work, so why work hard instead of looking for cheaper easier way to make it to the top. It has also been observed that sanction to erring personnel has not been very effective neither do the award of excellence given to those meriting it. This is because of the God-fatherism syndrome eminent in the society. 
LIMITATION OF THE STUDY
	On the constrained to rely on the data and information supplied by the 7up bottling company, which is the focus of this study which may contain a lot of lapses, it is equally envisaged that a lot of information considered salient, vital and confidential to planning may be with geld, this may affect the accuracy of the result. Respondents temperament and emotion may effect their intended choice of questionnaire, which many adversely affect objectivity. Lastly, time and money dial not permit the study to cover all the area of human resource planning and to carryout extensively survey in spite of all the above limitations, effort were geared to get a realistic based on the available data, hence the result of the investigation is still valid
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APPENDIX
KWARA STATE POLYTECHNIC, ILORIN
INSTITUTE OF FINANCE AND MANAGEMENT STUDIES
DEPARTMENT OF BUSINESS ADMINISTRATION MANAGEMENT

Dear Respondents,
RESEARCH QUESTIONNAIRE
	I am a student in the Department of Business Administration and Institute of Finance and Management Studies. Kwara State Polytechnic, Ilorin.
I am conducting a research and writing a report on the ' EFFECT  HUMANRESOURCE PLANNING ON EMPLOYEE PRODUCTIVITY’ this is an academic exercise in partial fulfillment of the requirement for the award of Higher National Diploma in Business Administration, in the Institute of Financial and Management Studies.
Kindly complete this questionnaire by leaving your candid opinion on each of the questions. All information supplied shall be treated strictly as confidential and shall be used for the academic purpose only.
Thank you.
								Yours faithfully.
ABUBAKAR YUSUF OLAJUNJI
HND/23/BAM/FT/1081



















QUESTIONNAIRE
Section A: Personal Data
	You are kindly expected to complete the questions below by tick the appropriate and write in spaces provided.

Name: ………………………………………..
Sex:  Male ( ) Female ( )
Age:  21 - 25years ( ) 26 - 30years ( )  36 – 40 years ( ) 41 - above ( )
Marital status: Married ( ) Single ( ) Divorce ( ) Widowed ( )
Education Qualification: Post Graduate ( ) First Degree/HND ( ) NDNCE

SECTIONB
You are expected to tick the right and appropriate answer in the space box provided,
1. What Are The Function Of Human Resource Managerial In Your Organization.
(a) Organization of Labour( )  (b) Initiation of welfare programme ( )  (c) Determination of training and welfare ( )  (d) Determination of production and disciplinary measure  (  )   (e) All of the above (   )  (f) Other  (  )
2. Are The Function Of Human Resource Planning In Your Organization Adequately 	Exhibited?
	(a) Very adequate exhibited ( )   (b) Not very adequate exhibited   (  )  (c) Not 	adequate exhibited (  )  (d) Not adequate exhibited  (  )  (e) Indifferent   (  )                    
     3. Human Resource Planning Has Effect On Employee Productivity
	(a) Strongly agree ( )  (b) Agree ( )  (c) Disagree ( )  (d) Strongly disagree  ( ) 
      4. Effect of human resource in an organization.
            (a) It enhance productivity ( )   (b) It increases efficiently ( )  (c) It improve the 	quality of output (  )  (d) All of the above ( ) (e) Other (  )                     
5. The effect of inadequate facility on the organization in term of productivity.
            (a) Reduction in work force ( )   (b) Reduction of morale ( )  (c) High labour	turnover (  ) (e) All of the above (  )  (d) Other (  )                     
     6. The relationship between human resource and efficiency/productivity.
	(a) Strongly agree ( )   (b) Agree ( )   (c) Undecided (  ) (d) Disagree  (  )  (e) 	Strongly disagree  (  ) 
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