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CHAPTER ONE
INTRODUCTION

1.1 BACKGROUND TO THE STUDY 

The main sources of income and profitability of the bank remains the spread or difference between the rate at which funds are borrowed and the rate they are invested or loaned out. In modern time the number of services offered by financial institution such as commercial banks have increased immensely this enable them boost their deposit based and risk take which is a fundamental nature of banking reaming unchanged. The risk of mismatches between assets and liabilities and between borrowing and leading rates. In managing the risk the bank has to satisfy the following sectors surplus unit from which the bank borrows and who in turn expect maximum liquidity from the bank deficit unit these are those who borrow from the bank who are also expected to liquidate the fund within a specified period. Another sector is the shareholders who will require adequate return on their investments in order for them to invest more; the regulatory authorities who ensures that banks operate prudently and within the stipulated regulatory requirements and finally the community within which it operates and who expects contribution of the organization towards the development of the host environment. 
One of the effects of these management is the expansion of banking activities. The number of international banks increased considerably while the domestics banks went international and globalized their operations in order to preserve business relations with the international banks in the face of possible competition. Just like their counterparts in other part of the world and in order to conform with the international standards foreign banks were established in Nigeria while Nigerian banks also established in foreign countries. The establishment of central bank of Nigeria in 1956 opened a now chapter in the annals of the evolution of banks in Nigeria. It set the stage for a new era in which monetary policy could be used as an economic management. 
Another feature in the nature of banking is recurrent financial crisis and bank failures. These financial crises and bank failures have brought banks in to increasing disrepute and have necessitated increased over sight by the regulatory authorities. This failures and crises also led to mergers and acquisition among financial institutions which are also occurring at a rapid pace in the united states of America, Europe, Japan and Easter Europe, Fareast Asian countries and Africa. Apart from failures other reasons such as cot savings. Revenue enhancement, improvement in information technology, deregulation shareholders pressure, consistency with international trends have been adduced for the form and pace of consolidation. 

The financial institutions in Nigeria were not without their problems like in other banks in the world. The is endorsed by the fact that Nigeria banking history is replete with bank failures occasioned primarily by inefficient management resulting in poor internal controls. Ineffective checks and balances and poor performance. In addition to these are unwholesome practices and gross mismanagement, which contributed substantially to the failures of most of the banks. Some deficiencies and malpractice which pervades the industry in the formative year in the country still persist till today.

In spite of all these challenges many banks have not accorded their human  resource department with the appropriate adequate importance they deserve in terms of staffing in quantity and as well as creating the necessary environment for them to showcase their talents it is human resources management that for them make organizations function and how effectively the are harnessed for organization effectiveness. Without them organization are no more than more assemblages of building plant and equipment Bamidele (2005).

Kolade (2006) posits that the successful implementation of every business plans depends on workers to a large extent managers should be effective in actualizing objective through strategic utilization of human resource in order to compete favorable in the arena. 
Human resource management is designed to maximize employee performance in service of n employer’s strategic objectives it is primarily concerned with the management of people within organizations. Focusing on policies and on systems. They are responsible for overseeing employee benefits design employee recruitment training development performance appraisal and rewarding financial institutions and indeed many organization today are increasingly recognizing the importance of developing their human resources. This has become very important following the challenges facing financial institution due to hyper – competition and fast faced technology which have continued to put pressure on creativity innovations speed and flexibility it is this realization that the banks are enhancing the competencies of their personnel by providing them with more training and development opportunities maintaining good interpersonal relationship and also  creating an atmosphere of trust and confidence.
This work stresses the point that in the future the only warning organization will be these that respond quickly to the issue of training and development related problem. If an organizations wants to succeed. It must recognize the importance of investing in its greatest resource the force working for it developing human resource as a key to effective organizational success as it related to employee and development and career development is the major issue that this work tends to cover. 
1.2 STATEMENTS OF THE PROBLEM 

Human resources management approach has not taken a planned route in most instance. These days what obtains in most financial institutions is an aberration of the real sector following the reduction of banks, many banks are now more interested in pursuing deposits to enable them meet up with the competitive nature of the business and keep abreast with the central banks of Nigeria policy. 
Apart of pursuing deposit. Issues such as leadership and managerial programs which covered numerous topic such as banking payment systems anti money laundering international economy human resource management and insurance all these are global economic issues which banks are expected to handle with seriousness and educate their staff on these issues are not just for bank response to global situation but countries are also assessed based on some of these economic activities lack of research on the relevance and utilization of available human resources in relation to the bank needs and their performances characterizes the management of human resources in most financial institutions in Nigeria.

The above mention problems and issues call for a revised and appropriate strategic approach to human resource management with a forward look to fit with the changing global economic situation with changing social economic and environment conditions.

1.3 RESEARCH QUESTIONS 

In view of the above the questions that agitate the mind of the researcher are as follows;

Firstly what is human resource management (HRM)?

Secondly what are the factors that impede HRM in financial institution in Nigeria?

Thirdly what impacts will human resources management policies have on financial institution in this new dispensation? 

1.4 OBECTIVE OF THE STUDY 

The general objective of the study is to disclose the effect of human resources management on staff of first bank of Nigeria plc, Ilorin.

The specific objectives of this study are to; 

i. Examine the human resource management strategies in FBN PLC, Ilorin 
ii. Identify the impact of the implementation of human resources management policies in FBN
iii. Proffer possible strategies for the successful implementation of the human resources management in FBN PLC in ensuring the attainment of it goals 
1.5 RESEARCH HYPOTHESES

This study will be guided by the following hypotheses. 

i. Proper implementation of human resource management will result to the effectiveness of staff in fist bank 

ii. Identifying the career needs of staff and ensuring adequate training and development of the individual in an organization will lead to career growth and development of the individual in fist bank

iii. Training development programme that are not focused on developing the value of the people will lead to job dissatisfaction wastage and underutilization of human talent 
1.6 SIGNIFICANCE OF THE STUDY 


Globalization technological change and competition have introduced volatility into the 2st century economy. High level complexity and uncertainty continue to characterize the global economic landscape with serious impact on business both globally and locally cases of mergers acquisitions layoffs and shutdowns are being reported worldwide surviving organizations are leaving no stone unturned to ensure that they intelligently confront the rapid shifts in the global economy. 


The growing complexity of banking operations and its demands for efficient and effective management in the unfolding operations in Nigeria banking require employees which is professionally qualified and kin form of management within the macro environment also have human resource at the core of decision making. 


Organization needs the combination of human material and financial resources to achieve set goal while it is commonly believed that human resource is a critical source of sustainable competitive advantages corresponding action in organization are usually incongruent with this assertion.


The research will be useful to researchers and serve as a guideline to banks for adopting various policies and programmes to enhance the competence level of their personnel.
1.7 SCOPE OF THE STUDY

This study will research on how human resources management contribute to an organization

More so all policies and variables that constitutes the concept that guild human resources management will be researched upon


Also questionnaire will be administered to first bank plc Ilorin branch on the operational activities and how first bank has been able to achieve its profit making objective through human resources management
More over, this study will touch the organization structure of the first bank in order to know specifically the department that is in possession of the banks 


However this study will be restricted to FBN PLC alone which has been picked as a case study of this work but will represent the general problem ways and prospects human resource management in an organization


Also the study will be constrained by lack of adequate data this stems from the fact that most of the banks are not ready to give data or information on their business to the public for research in order to avoid undue publicity which might tarnish their image affecting that relationship with their customers. 

Finally finance and time will be other limitation of this study this stem from the fact that all data required are available in their headquarters base in Lagos. The researcher however is in Ilorin therefore the asset and time required might serve as a constraints. 

It is in appreciation of this limitation and problems that we set out on this study effort will be made to analyze and touch ever constraint that may limit the work of this project. 

1.8 DEFINITION OF TERMS

1. Human Resource Management:- It is primarily concerned with the management of people within organization focusing on policies and on systems 
2. Human Resources Development:- It is one of the activities of human resource management with special emphasis on training and development. 

3. Organization:- An entity comprising multiple people such as an institution or an association that has a collective goal and is liked to an external environment. 

4. Staffing:- The process of hiring positioning and overseeing employees in an organization through interviewing application networking e.t.c
5. Recruitment:- A core function of human resource management that deals with the overall process of attracting selecting and appointing suitable for jobs either permanent or temporary within an organization 

6. Training:- This is a visual classroom that makes it possible for the human resource professional to train a large number of employees quickly and to assess their progress through computerized testing programs 

7. Employee and Labor Relations:- The employee and labor relations function of the human resource department is commonly associated with matters such as investigations counseling and disciplinary actions

8. Compensation and Benefit:- Compensation include not only salary but also the directs and indirect rewards and benefit the employee is provided with in return for their contribution to the organization

9. Safety and Health:- Safety and health system as an employer it is your responsibility to maintain a safe and health workplace. A safety and health management system or safety program can help you focus your efforts at improving your work environment. 
10. Motivation:- It is the desire or drive that an individual has to get the work done 

11. Maintenance:- It is ensure that the work environment is safe, health, caring for employees and per the government rules and regulations     
CHAPTER TWO
LITERATURE REVIEW

2.1
INTRODUCTION 


This chapter deals on the contributions made by various scholars in respect to the subject area under study it also cover the issue like concept of human resource management. Effective human resources management in financial institution and the need and content of human resource management. This chapter also features about the positive impact of human resources management in banking industry and the theoretical framework of the topic. 


At the macro – el human resources management is in charge of overseeing organizational leadership and culture it also ensures compliance with employment and labor laws which differ by geography and often oversees health safety and security. 


Dave Ulrich lists the functions of human resource management as the aligning resource and business strategy re – engineering organization process listening and responding to employees and managing transformation and change.
2.2   CONCEPTUAL FRAMEWORK


Human resource management is as old as creation evolving from one stage to another as observed by Losey (1998) according to him, human resource have been part of business and organizations since the first days of agriculture. However, the modern concept of human resources began in reaction to the officially focus of Taylors in early 1900s. by 1920, psychologists and employment experts in the united state started the human relations movement, which viewed workers in terms of their psychology and fit with companies, rather than as interchangeable parts Ulrich (1997). This movement grew throughout the middle of the 20th century, placing emphasis on how leadership, cohesion, and loyalty played important roles in organizational success. Although this view was increasingly challenged but despite the criticisms in the 1960s and beyond. Human resource has gained a permanent role within an organization.

In support of the above assertion, Akinyemi (2007) stated that empirical evidence abound as well as consensus among practitioners that human resource is positively linked with organization performance; that is the most valuable organizational asses. In other words, while the organization have the access to technology, finance and other physical asset. It is not easy to replicate human asset being unique to the organization. It is the realization of this fact that accounts for the existence of human resource management is every organization and also as an academic study.

To give credence to this Ulukan (2005), in his paper, also commented that an understanding of the 21st century economic landscape is essential so as to appreciate the role of human resource as the major key in the achievement of organizational goals.


He describes the environment under which organizations operate today as volatile, uncertain, dynamic. Complex due to extensive changes and transformation such as Ulrich (1997) globalization. Responsiveness to customers, increasing revenue and decreasing cost change and transformation advancement in technology, attracting and developing human capital and ensuring fundamental and long lasting changes as a result organization can no longer depend on the traditional ways of doing things and or perception of human resources.

In defining the concept of human resources Gomez. Balking & candy (1995) stated that human resources management as a field concerned with effective acquisition and utilization of people in organization as a means of achieving desired goals. Bratton and gold (2003) offered a more generalized and practical approach in their definition of human resource management by seeing it as strategic approach to managing employment that leveraging people capabilities is critical to achieving sustained competitive advantage this being achieved through distinctive set of integrated employment policies programmes and practices from brat ton at al (2003) definitions strategic approach signified a planned effort to achieve set objective initiative and growth of employee commitment flexibility  and quality contribution capabilities refer to people or resource with potentials like knowledge skills and attitude which can be developed to contribute to organization success while competitive advantage refers to prolonged benefit of formulating and implementing some unique value creating strategy which is gained by tapping into the development of people capabilities

The field of human resources management covers a broad spectrum of human activity, as is apparent in the attempts to define the subject; policies on job design, management of change, appraisal process on reward system, existence of corporate governance, strong culture and conscious strategy, organizational outcomes. high performance, high problem solving, change innovation and cost effectiveness, partners in helping to develop people related solutions in organization, all these form the activities of human resource Okafor (2007). The primarily objectives of human resource is the creation of conditions whereby the potential of employees will be realized and their commitment to the courses of the organization secured. According to Wilson (2003), this latent potential is taken to include not merely the capacity to acquire and utilize now skills and knowledge but also a higher to untapped wealth of ideas about how the organization’s operations might be better ordered.


Wilson (1990) stated that human resource management is diverse in its activities of which human resource development is one of such part that ensure the adequate development of employees within an organization.


Human resources as of 2015 focuses on strategic integrities like mergers and acquisitions talent management, succession planning, industrial and labor relations, and diversity and inclusion.


Human business field focused on maximizing employee productivity. Human resources professionals manage the human capital of an organization and focus on implementing policies and processes. They can be specialist focusing in on recruiting, training, employee relations or benefit. Recruiting specialist are in charge of finding and hiring top talent. Training and development professionals ensure that employees are trained and have continuous development. This is done through training programs. Performance evaluations and reward programs. Employee relations deal with concerns of employees     when policies are broken, such as harassment or discrimination. Someone is benefit develops compensation structures. Family leaves programs, discounts and other benefits that employees can get. On the other side of the field are human resources generalists or business partners. These human resources professionals could work in all areas or be labor relations representatives working with unionized employees.
2.2.2 EFFECTIVE HUMAN RESOURCE MANAGEMENT


In the Soviet Union, meanwhile, Stalin’s use of exercised through the “HR department” equivalent in the Bolshevik party, its orgburo, demonstrated the effectiveness and influence of human resources policies and practice, and Stalin himself acknowledge the importance of the human resource


During the latter half of the 20th century, union membership declined significantly, while workforce management continued to expand its influence within organization. In the USA, the phrase “industrial and labor relations” came into use to refer specifically to issues concerning collective representation, and many companies began referring to the photo- HR profession as “personal administration”. Many current HR practices originated with the needs of companies in the 1950s to develop and retain talent.

Armstrong (1996) posit that effectiveness human resource will enable organization to know how to reward their employees in his words, this can be both financial or non financial rewards which embraces the philosophies, strategies, policies, plans and processes used by such organization to develop and maintained reward system which he also made know can exist concurrently due to improved productivity as a result of development programmes.


Wilson (1990) also was quick to point out that the present environment and source of competitive advantage is the ability of an organization to learn more quickly than others. For this reason, Druckler (1993) talks about the post capitalist society and emphasizes the fact that value now resides inside the heads of the employees and much less within the capital assets of the organization. He suggested that understanding of value which resides with the employees should be given recognition unlike capital assets which can be used up and also depreciate over time but the value of individuals can increase. For this reason therefore, investment in human asset through training and development should be upheld. 

Also on this issues Lisa and Sandra (1195) observed that “there is growing economic evidence that investment in training are associated with long run profitability and firms that recognize work using programmes such as terms and quality circles report greater productivity if those programmes are associated worker education”.


Huselid (1995) reasoned along side Armstrong (1999) that human resource has become organizations. Core competency, a unique capacity that create high value and that differentiates the organization from competitors. And that human resource management effectiveness positively affect organization productivity, financial performance and stock market value. However, despite the realization of this, many organizations including the financial institutions have not give human resource management its proper place in the policies. To give credence to this assertion, Onah Op Cit observed that even in organization where the need for employee training is recognize and a lot of time and money is committed to staff training and development, the exercise is of ten either inappropriate, haphazard or promise .on a faulty diagnosis of organizational training needs.

In addition to this Okafor (2007) the growing complexity of banking operations and its demand for efficiency management in the unfolding dynamism  in the Nigeria banking industry requires that managers be not only experienced but also and perhaps more importantly be professionally qualified and informed of  development within the macro environment.  

Burke and Cooper (2004) in CBN observed that through financial institutions require both the combination of tangible and intangible assets to function effectively the current challenges facing them due to types competition globalization and fast faced technology continue to put a pressure on creativity and innovations peed and flexibility as well as efficiency. Thinking along this line are item and Roehl (1987) stressing that the importance of organization strength is a major components of invisible assets and embedded in organization human resource management widely believed to hold the key to organizational transformation and sustainability in the present dispensation Losey (1998) also observed many organization still have made their human resource key participants in strategic business decision. Top management still resists sharing decision making power with employees who must be given such power if they are to add value to products and services. They are identified by their management philosophy that under value manpower development. They regard human resource management as costs be reduced and not key to productivity. The resultant effect is an under investment in training and development because its out come is not immediately visible. 


Kolade (2006) also posits that the successful implementation of every business plan depends on workers to a large extent he went further to say that Nigerian organization especially financial institutions should therefore move beyond crafting captivating vision and mission statement core and specific goals and objectives to becoming operationally effective in actualizing dreams through strategic acquisition nurture and utilization of human resource in order to compete favorable in the global arena. Armstrong (2006) advised employers to designed training and development programme that will improve productivity that is closely nuked to immediate business needs and can generate measurable improvement in cost effectiveness.


Effective performance appraisal according to Jones (1972) will ensure that the right people are for the right job as specified in the organization structure context resources and strategy of the organization. In stating the importance of information Jones (1972) and Nwankwo (1991) agreed that effective management information and feedback mechanisms between the organization and employees is also essential as this will enable the employees to know the nature and as aspirations of the organization and employee feedback to the origination. The banking industry manpower must  be able to introduce change and innovations faster than ever before to meet the increasing competition creating making and marketing work structures and system necessarily mean not only moving people from one type of work to another but to constantly adding to their skill and knowledge planning and implementing organizational change developing new training and retraining for programmes designing new payment systems and identifying and developing general and specialist management skills are among the challenges of manpower development and human resource management in the banking industry 

2.2.3 NEED AND CONTENT OF HUMAN RESOURCE MANAGEMENT 


Highlighting the impact of human resource management. Adekunle (2006) said that one reason for bank failures which resulted to restructuring is the total disregard for  human resource management he posit that often times “hard issues” that is technical financial system and structures are given precedence over that he also called “soft issues” which are human resources matter still on this line of thought. Anamoje (2006) said that work force  is certainly the importance resource of any organization especially in a service industry like banking. They  both recommended that “management of bank must attach importance to human resource management as the quality of staff will count as it will now make a difference between the performance level of different bank” the importance of human resource management was also given performance by Adejumo (2007) when he declared that the only way to guarantee accurate management and professional decision was for the  industry to embrace human capital management by making training and retraining a priority.  An effective human resource management will include career planning and management in its programme. Organizations are becoming more active in developing career management programs. Many organizations are designing career program in an attempt to increase overall organizational performance and employee productivity and to attract develop and retain the most qualified employees in this increasingly competitive and global environment.


Armstrong (2006) identified 3 major reasons why career management is important he said to ensure that the organization need for managing succession are satisfied. To provide personnel of promise with a sequence of training and experience that will equip them for whatever level or responsibility they have the ability to reach and finally to give individual with potential and guidance and encouragement they need if they are to fulfill their potential achieve a successful career with the organization in tune with their talents and aspirations. He continued by saying that human resource strategy should address the critical factors of the business in the                                                                                          field of prouder market development innovation quality and cost leadership which will demonstrate the real links between learning development and activities and indicate how these activities will add value and contribute to the achievement of competitive advantage.
2.3
THEORETICAL FRAMEWORK    

Theoretical framework according to Obasi (199) involves linking the problems under investigation to the assumptions postulations and principle of a theory. It is very essential that studies in social science are linked to a theory for proper analysis and understanding of the problem under investigation  

Schein (1987)  quoted in Nwankwo (1991) proposed that in order to have an excellent framework for human resource management there is need for organization to identify  the jobs and need of the organization at various stage of its evolution including the strategic managerial and operation levels secondly to identify the career growth and management requirement of the individual that make up the organization and thirdly to match the organizations needs for human resources with the individual’s needs for personal career growth and management it is to this end therefore that system theory has been found to be relevant in understanding the concept of HRM.


By the time enough theoretical evidence existed to make a business case for strategic workforce management change in the business landscape (a la Andrew Carnegie John Rockefeller) and in public policy ca la Sidney and Beatrice Webb Franklin D. Roosevelt and the New Deal) has transformed the employer-employee relationship the discipline become formalized as “industrial and labor relations”.


In 1913 one of the oldest known professional human resource association the chartered institute of personnel and development (CIPD) started in England as the welfare workers. Association it changed its name decade later to the institute of industrial welfare before settling upon its current name in 200 likewise in the united states the world first institution of higher education dedicated to world place studies the school of industrial and labor relations formed at cornel university in 1945.in 1948 what would later become the larges professional human resource association the society for human resource management (SHRM)formed as the America society for the personnel administration (ASPA).


In the late 20th century advances                                                                          in transportation and communications greatly facilitated workforce mobility and collaboration. Corporations began viewing employees as asset rather than as cogs in a machine. “Human resource management” consequently, became the dominant term for  the function the ASPA even changing its name to the society for human resource management (SHRM) in 1998.
CHAPTER THREE
METHODOLOGY

3.1
INTRODUCTION 


Research methodology is the part of a research that set out to intends to carry out the study. Also it covers the sample selection that is the pattern or blue print of the following is sampling and in generating or colleting the data.


There are many works involved when carrying out research work but for study the methodology will be in this order the research design population of study sample size and sampling techniques methods of data collection instruments of data collection methods of data analysis and brief history of case study. 

3.2
RESEARCH DESIGN 


A research design is a blue print or scheme that is used by the research or specific structure or strategy on investigating the relationship among variable of the study so as to enable the research to collect the data which will be used for the study here we will be discussing the type of data we collected and method we, used in data collection process.

According to the topic of study “impact of human resources management in an organization” a case study of fist bank of Nigeria plc we need some information to help us conduct and make a good research framework.

3.3
POPULATION OF STUDY 


Population can be said to b the total number of objects under survey or a research work. 

In other words population s made up of specific conceivable available traits events elements people subject or observation which relates to the situation of interest in the study to be conducted.


A sample can be defined as the part of the population taken for consideration on study. the sampling size used in these studies will comprise of the staff and management of the first bank of Nigeria PLC unity Road Ilorin. 
3.4
SAMPLE SIZE AND SAMPLING TECHNIQUES    
   
The sample is the total number of questionnaire that will be administered within first bank of Nigeria PLC Ilorin with the use of various method such as personal interview observations and questionnaire which is to primary data.

The primaries are the set of data collected by the researcher through direct contact with the respondents. 

The secondary data are the set of data or information which is obtained or sourced from and existing journal or textbooks which have been written by someone else.

3.5
METHODS OF DATA COLLECTION  


The information or data collection from this research study would be limited to the first bank of Nigeria PLC Ilorin.

Two sources of data were used in this study which are primary and secondary sources.


Secondary sources of data collection comprises documented materials like books, journals newspapers and internet materials.

Primary data were basically, the use of questionnaire and interviews from respondents who are staff of first bank of Nigeria plc.

3.6
INSRUMENTS OF DATA COLLECTION


In ensuring that the instrument used for this study is valid and more reliable. The instruments used are primary and secondary. The primary are the use of questionnaire, interview etc. secondary are the use of internet, journal and textbooks.
3.7
METHOD OF DATA ANALYSIS


At the end of the research work all questionnaires, would be assembled and coded response will be graded according to social order of questionnaire and a table will be   drawn. All data collected will be edited for logical conclusion.

The completeness of subsequent findings will be based on the material collected. The column statistical techniques, inferential and descriptive analysis methodology will be employed in treating the data collected the study or research work.

3.8
BRIEF HISTORY OFCASE STUDY


The first of Nigeria sometimes referred as first bank, is a Nigerian multinational bank and financial services headquartered in Lagos. It is biggest bank in Nigeria by total deposits and gross earnings   and operates a  network of over 750 business locations across Africa, the united kingdom and representatives officers in  Abu Dhabi, Beijing, and Johannesburg set  up to capture trader related business between  geographies. 

First bank commenced business in 1894, in what was been the British colony of Nigeria, as the bank of British West Africa. The founder, Alfred Lewis Jones was a shipping magnate who originally had a monopoly on importing silver currency into west Africa through his Elder Dempster shipping company.


As of December 2015, the bank had assets totaling NGN 3.9 trillion ($12.2B according to 2017 exchange rates). The banks profit before tax for the twelve months ending 31 December 2015 was approximately NGN 10.2 billion. First bank ownership is diversified with over 1.3 million shareholders. The bank was founded in 1894 and is Nigeria oldest bank.  
CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION

4.1
INTRODUCTION


Recent studies had shown that organizations that              managed and properly direct their human resources realized significantly higher level of productivity. Thus, human resource management has a direct possible impact on improvement of organizations. Given this screening has the impact of human resource management in an organization with emphasis on first bank of Nigeria.

This chapter document and analyze the result in carrying out the study guided by the data collected from the questionnaire given to the staff of First Bank of Nigeria PLC.


An attempt was made to classify according to sex, age, educational qualification, working experience and position or level of the respondent and then the rest of the sub sections are similarly stated.


The presentation of data is in tabular form using frequency and simple percentages. The questionnaire is targeted at the staff of the bank in Ilorin branch since they are adequately aware about human resources management purpose. Sixties copies of codes, responses were graded according to serial order of question and table was drawn. Data collected was edited for logical conclusion.
4.2
DATA PRESENTATION, ANALYSIS AND INTERPRETATION


The questions contained in questionnaires are analyzed below:

4.2.1
METHODOLOGICAL ANALYSIS OF RESPONSE RATE
	No. of questionnaire administered
	No. of returned
	No. un-returned
	No. used
	Effective response rate

	60
	54
	2
	52
	87%



Source field survey 2025
4.2.2PERCENTAGE SEX DISTRIBUTION OF RESPONDENTS  
	option 
	Frequency
	Percentage%

	male
	29
	55.8

	female
	23
	44.2

	total
	52
	100



Source field survey 2025


As indicated in the table 4.2.2 above 55.8% are male staff while 44.2% are female staff.
4.2.3 AGE DISTRIBUTION
	OPTION
	FREQUENCY
	PERCENTAGE%

	30 years and below
	15
	28.85

	31 years and above
	28
	53.85

	41 years and above
	6
	11.54

	51 years and above
	3
	5.76

	total
	52
	100



Source field survey 2025


As indicated on the table 4.2.3 above 28.85% are 30 years and below in service 53.85% 31 years and above 11.54% are 41 years above while 5.76% are 51 years and above.
4.2.4 PERCENTAGE DISTRIBUTION OF MARITAL STATUS OF RESPONDENTS

	Option
	Frequency
	Percentage%

	Married
	35
	67.31

	Single
	17
	32.69

	Total
	52
	100



Source field survey 2025


As indicated in table 4.2.4 above 67.31% are married while 32.69% are single.

4.2.5 DISTRIBUTION OF RESPONDENTS GRADE
	option
	Frequency
	Percentage%

	Banking Assistant (1-4 yrs)                     
	12
	23.05

	Senior Banking Asst.(5-7 yrs)
	20
	38.40

	Banking Officer (8-11 yrs)
	6
	11.50

	Senior Banking officer (12 – 15yrs )
	5
	9.6

	Assistance manager (16-19yrs)
	4
	7.90

	Deputy manager (20-25yrs)
	3
	5.75

	Assistance general manager (26-35yrs)
	2
	3.80

	Total 
	52
	100



Source field survey 2025


As indicated in the table 4.25% above 23.05% are banking assistant who have worked for between 1years 38.40% senior banking assistant who have work for between 5yaer to 7 year 11.50% are banking officer who put in between 8years to 11years 9.60% are senior banking officer who have worked between 12 year to 15 year 7.90% are assistant manager who have worked for between 16 year to 19 years 5.75 are deputy manager who have worked for 20 years to 25 years while 3.80% are assistant general manager who put in between 26 – 35 years. 
4.2.6
PERCENTAGE DISTRIBUTION OF EDUCATIONAL QULIFICATION OF RESPONDENTS 

	OTPION 
	FREQUENCY 
	PERCENTAGE 

	WAEC/GCE/NECO
	7
	13.46

	OND/NCE
	10
	19.23

	HND/BSC
	26
	50.01

	M.SC/MBA/PHD
	9
	17.30

	OTHERS 
	-
	-

	TOTAL
	52
	100



Source field survey 2025


As indicated in the table 42.6 above majority of the staff that is 50.01% have HND/B.SC as their highest qualification while 13.46% has WAEC/GCE/NECO as their vast qualification.

TESTING OF HYPOTHESIS 


Hypotheses 1 indicated the career needs of staff and ensuring adequate training and development of the individual in an organization will lead to career growth and development of the individuals in first bank.

4.2.7
RESPONDENT OPINION ON RELATIONSHIP BETWEEN PRODUCTIVITY   AND  JOB COMMITMENT
	OPTION 
	Frequency 
	Percentage 

	Strongly agree 
	15
	28

	Agree
	17
	32

	Strongly disagree 
	10
	19

	Disagree 
	8
	18

	Undecided 
	2
	3

	Total 
	52
	100



Source field survey 2025


From table 4.1.7 above the data shows that 15 respondents representing 28% strongly agreed that adequate training and development programme for                                                                                 employees can enhance productivity and job commitment also agreeing to, this are 17 (32%) respondent. They are the opinion rate that the changing global economic activities innovations and changing work force in addition to many challenges that comes with them have necessitated such training and development.


However 10 (19%) strongly disagree and 8 (18%) respondent disagreed. This group claimed that their is no amount of training that can improve the performance of employees if they are not well paid and adequate welfare package being put in place.

Since the greater percentage of respondents believe in training and development of moving at a faster rate it is therefore necessary that employers of labor be in tune with changes and embrace such to enhance productivity and gain the job commitment of their employees.
4.2.8 RESPONDENT OPINION ON WHETHER ORGANIZATION SHOULD EMBARK ON TRAINING AND RETRAINING OF THEIR EMPLOYEES IN ORDER TO KEEP PLACE WITH THE NEEDS ON THE JOB

	OPTION 
	Frequency 
	Percentage 

	Strongly agree 
	11
	21.15

	Agree
	20
	38.46

	Strongly disagree 
	10
	19.23

	Disagree 
	9
	17.31

	Undecided 
	2
	3.85

	Total 
	52
	100



Source field survey 2025


Table 4.2.8 above shows that training and retraining is an acceptable indices for employees to keep face with the needs on the job this is revealed by the 20 (38.46%) respondents and strongly agreed by 11 (21.15%). However 10 respondents representing (19.23%) strongly disagreed 9 inference from the above data it can be deduced that as  in quoted by manpower services commission (1981) that training is a planned process to modify attitude knowledge or skill behavior through learning and experience to achieve performance in an activity or range activities its purpose in the work situation is to develop the abilities of the individual and to satisfy the current and giving employees the skills they need to keep pace with their  job’s changing requirement.
4.2.9
RESPONDENT’S OPINION ON WHETHER PROPER PLANNING AND IMPLEMENTATION OF ORGANIZATION CHANGE IS PART OF THE CHALLENGES OF MANPOWER DEVELOPMENT IN THE BANKING INDUSTRY. 
	OPTION 
	Frequency 
	Percentage 

	Strongly agree 
	11
	21.15

	Agree
	32
	61.54

	Strongly disagree 
	4
	7.69

	Disagree 
	4
	7.69

	Undecided 
	1
	1.69

	Total 
	52
	100



Source field survey 2025


As shown in table 4.2.9, 43 respondent representing 82.69% are proper planning and implementation of manpower  development. While 8 respondent representing 15.38% disagreed saying that the size and complexity cannot lead to improper planning and implementation if there is proper human resource strategy putt in place form the onset of the organization.
HYPOTHESES2; 

Proper implementation of human resource management will result to the effectiveness of staff in firs bank 

4.2.10
RESPONDENTS OPINION ON WHO OTHER ORGANIZATION STRATEGY CAN AFFECT EMPLOYEE PERFORMANCE 
	OPTION 
	Frequency 
	Percentage 

	Strongly agree 
	13
	25.00

	Agree
	20
	38.46

	Strongly disagree 
	9
	17.31

	Disagree 
	7
	13.46

	Undecided 
	3
	5.77

	Total 
	52
	100



Source field survey 2025


Table 4.2.10 above indicated clearly that majority of the respondent that is 33 respondent representing 63.46% affirmed that organization strategy has a great impact on employees performance and this could be negative or positive impacts. The 16 respondents representing 30.77% disagreed with reason that employees could determine the factors that affect their performance while 3 respondents were undecided.

4.2.11
RESPONDENTS OPINION ON WHETHER DEVELOPMENT OF EMPLOYEES WILL BENEFIT BOTH THE EMPLOYEE AND THE ORGANIZATION  

	OPTION 
	Frequency 
	Percentage 

	Strongly agree 
	22
	42.30

	Agree
	17
	32.69

	Strongly disagree 
	5
	9.62

	Disagree 
	5
	9.62

	Undecided 
	3
	5.77

	Total 
	52
	100



Source field survey 2025


As shown in table  4.2.11 shows that                39 respondents representing 74.99% of the total respondents are in agreement that the development of employees will benefit both the employee and the organization if such relationship are well embraced. Which 10 respondent  representing 19.24% objected with claim that the development of employee may not benefit the organization if there is no, proper reward system cut in place on this point too 3 (5.77) respondents were undecided.
HYPOTHESES 3; 

Training and development programmes that are focused on developing the people will lead to job dissatisfaction. Wastage and under utilization of human talent 
4.2.12
RESPONDENT OPINION ON WHETHER INADEQUATE TRAINING OF EMPLOYEES CAN LEAD TO INADEQUATE KNOWLEDGE ON THE JOB 

	
OPTION 
	Frequency 
	Percentage 

	Strongly agree 
	21
	40.38

	Agree
	15
	28.85

	Strongly disagree 
	9
	17.31

	Disagree 
	5
	9.62

	Undecided 
	2
	3.85

	Total 
	52
	100



Source field survey 2025


Table 4.2.12 above reveals that 21 (40.38) strongly agreed that inadequate training of employees can lead to inadequate knowledge of the job also agree to the above point is 15 (28.85%) respondents while 9 (17.31) strongly disagreed 5 (9.62%) disagree to the issue. 
4.2.13
RESPONDENTS OPINING ON WHETHER MOTIVATING EMPLOYEES THROUGH TRAINING DEVELOPMENT AND APPRAISING THEM JUDICIOUSLY CAN LEAD TO HIGH PERFORMANCE IN AN ORGANIZATION
	OPTION 
	Frequency 
	Percentage 

	Strongly agree 
	15
	28.85

	Agree
	26
	50.00

	Strongly disagree 
	4
	7.69

	Disagree 
	6
	11.54

	Undecided 
	1
	1.92

	Total 
	52
	100



Source field survey 2025


As shown in table 4.2.13 it demonstrated the level of awareness of respondents on motivating staff through training                           and development this can be seen from the responses of 41 respondents representing 78.85% affirmed that motivation in for training development and appraisal can load to high performance while 10 (19.23%) respondent were not in support of the assertion and 1 (1.92%) respondent is undecided. 
4.2.14
RESPONDENT’S OPINION ON WHETHER BANKS SHOULD INTENSIFY EFFORTS IN ENSURING THAT EMPLOYEES GET TRAINING ON WIDER SCOPE TO COPE WITH THE CHALLENGES OF THE MODERN BANKING

	OPTION 
	Frequency 
	Percentage 

	Strongly agree 
	30
	57.69

	Agree
	22
	42.31

	Strongly disagree 
	-
	-

	Disagree 
	-
	-

	Undecided 
	-
	-

	Total 
	52
	100



Source field survey 2025


As shown in the above data there was no objection on the question above as the 52 respondent s representing 100%affirmed that banks should intensify efforts in ensuring that employees get training on wider scope to scope with the challenges of the modern banking.

4.3
DISCUSSION OF FINDINGS 


The study revealed that training and development of employees have become very imperative considering the pace with which the environment is changing since the evolution of technology. This changes has greatly affected every facets of human endeavor and mostly in the economy and business financial organizations has to redefine their  human resource management policies and procedure massive restructuring with emphasizes on high local value added jobs becoming more specialized and requiring high level of knowledge and skills employees therefore will require more training to become proficient.                                         

Another area which the study reveals is on the aspect of changing values of individuals. This changing patterns will serve and help the organization to develop multiple strategies and reward systems to deal with different types of employees including the corporate leader especially through training and developing and training the employees right in order to achieve the organization goal.
CHAPTER FIVE
SUMMARY CONCLUSION AND RECOMMENDATIONS
5.1
SUMMARY OF FINDINGS


The business environment has change in recent year. Theses changes have had a significant impact on organization effort to be successful it is this realization that the banks are enhancing the competencies of their personnel by providing them with more and more training development opportunities in practically overt instance financial institutions have tried to more clearly identify and then focus on factors that impact their success what the banking sectors are realizing is that their likelihood of sustained success is most dependent on learning and training of their employees to get the maximum out of hem such realization has had a significant impact on the practice of human resource management. 

The study took a critical look at one of the activities of human resource management which the bank is using to confront those challenges and that is the framework is for helping employees develop their personal and organizational skill knowledge and abilities for efficiency and effectiveness in the organization. The study was specifically focused on impact of human resource management in an organization with first bank of Nigeria Plc as case study.


The study also covered issues on factors that can influence organization growth through human resource activities motivating employees through training and development employees career development performance management and development coaching succession planning key employee identification and organization development the focus of all aspects  of human resource management is on developing the most superior workforce so the that the organization and individual employees can accomplish their work goals in service to customers. 
5.2
CONLUSION


 The goal of human resource management is to improve the performance of organization by maximizing the efficiency and performance of employees. Organization are expected to develop the knowledge and skills, action and standards motivation incentives attitudes and work environment. It had always been thought most of ten that training was what was needed more to achieve all those. But the study has revealed that there are no other answer too which many lie with organization development polices career development or combination of these and other strategies. The need for these improvement are based on the changing global economy technology work force cultural and demographic change and on the changing nature of work  itself these changes will permanently affect the way work and lives are structured. New skills and new abilities need to be developed to respondent to these changes in their lives careers and organizations. Organization can deal with these constructively using change for competitive advantage and as opportunities for personal and organizational growth. Every employee will need to acquire or increase their skills  knowledge and abilities to perform their jobs and even to perform other peoples jobs too. 


Human resource management objective on the hand is to maximize the return on investment from the organization’s human capital and minimize financial risk it is the responsibility of human resource manager in a corporate context to conduct these activities in an effective legal fair and consistent manner. 
5.3
RECOMMENDATIONS


Based on the finding and conclusions of this study the following recommendations are proposed for consideration. 


In order to sustain competitive advantage. Organizations and financial institutions should re – examine their existing human resource management polices and practices with a view to aligning them with their organization vision and competitive strategy for result. They should explore methods to evaluate. Justify and improve on human resource management in their organizations which should be in calculate into the organization development programmes.


Organization should participate in activities and process which will enhance mutual career planning and management between employees and organization individual employees should be allowed to take an active role in their own development. To do otherwise is to risk stagnation and obsolescence.


Human resource manager in banking sector must become skilled systems thinkers who can design and conduct measurement and analysis across the organization and pinpoint the influences of human resource efforts on employee productivity and organization performance linking past results to current practice. They should therefore move beyond crafting captivating vision and mission statements core and specific goals and objective to becoming operational effective in actualizing drams through the training and development of their employees in order to compete favorable in the global arena.
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QUESTIONNAIRE
Put mark (  ) in the appropriate box and write in the spaces provide below.

SECTION A
1. Name

2. Sex : male
(  )
female (  )

3. Age:
26-30
(  )


31-40
(  )


41-50
(  )


50 & above
(  )

4. Marital status: married
(  )
single
(  )

5. Grade: banking assistance
(  )



Senior banking assistant 
(  )


Banking officer


(  )


Senior banking officer

(  )


Assistance manager

(  )


Deputy manager


(  )

Assistance general manager

(  )

6. Qualification 


WAEC/GCE/NECO
(  )
OND/NCE

(  )


HND/BSC


(  )
MSC/MBA/PHD
(  )


OTHERS


(  )

SECTION B

Identifying the career needs of staff and ensuring adequate  training and development of the individual in an organization will load to career growth and development of the individuals in first bank.
1. Is there any relationship between productivity and job commitment?

Strong Agree 
(  )
Agree
(  )
strongly disagree ( )
undecided
(  )
2. Should organization embark on training and retraining of their employees in order to keep face with the needs on the job.

Strongly
Agree
(  )
Agree
(  )
undecided
(
)
strongly Disagree
(  )
Disagree
(  
)

3. Will proper planning and implementation of organization change part of the challenges of manpower development in the banking industry?


Strongly Agree
    (  )
Agree
     (  ) undecided
(
)
Strongly Disagree  (  ) Disagree (  )

SECTION C


Proper implementation of human resource management will result to the effectiveness of staff in first bank.
1. Will development strategy can affect employee performance?

Strongly Agree
(  )
Agree

(  )
Undecided
(
)
Strongly Disagree

(  )
Disgree
(  
)

2. Will development of employees benefit both the employee and the organization?


Strongly Agree
(  )
Agree
(  )
Undecided
(
)
Strongly Disagree

(  )
Disagree
(
)

SECTION D

Training and development programmes that are not focused on developing the people will lead to job dissatisfaction. Wastages and underutilization of human talent.

1. Inadequate training of employees can lead to inadequate knowledge on the job.


Strongly Agree
(  )
Agree
(  )
undecided
(
)
Strongly Disagree

(  )
Disagree
(  
)

2. Will motivating employees through training, development and appraising them judiciously lead to high performance in an organization?


Strongly Agree
(  )
Agree
(  )
Undecided
(
)
Strongly Disagree

(  )
Disagree
(
)

3. Should banks intensify effects in ensuring that employees get training on wider scope to cope with the challenges of the modern banking?


Strongly Agree
(  )
Agree
(  )
Undecided
(
)
Strongly Disagree

(  )
Disagree
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