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CHAPTER ONE
1.0	INTRODUCTION
1.1     BACKGOUND OF THE STUDY
The impact of manpower development on employee’s productivity and organization performance has attracted considerable interest in analytical and empirical literature. On the whole, human resources management theory has paid considerable attention to this subject matter (Dhamodharan 2010).  
Manpower development is very vital to job productivity and organization performance since the formal educational system does not adequately provide specific job skills for a position in a particular organization. While, few individuals may have the requisite skills, knowledge, abilities and competencies needed to fit into a specific job function, some others may require extensive training to acquire the necessary skills to be able to fit in a specific job function and also make significant contribution to the organization’s performance. 
The role and importance of human resources in the long term in ability of any business or non-profit making enterprises cannot be overemphasized. Although other resources such as financial information physical are also essential but human resource are virtually boundless in the potential impact of the organization.
Manpower is the basis of all resources use and it is the indispensable means of converting other resources to man kind’s use and benefits. So how well we develop and employ human resources skills in fundamental in deciding how much will accomplish as a nation man power is plot of every human institution. Even in he develops and industrial nation of the world where the use of machines and technology is at an advanced stage, manpower is still very essential.
Organization today face many challenge in the management of their human resources-challenge that ranges from constant change in organizational environment, through unmotivated work force to short age of skills manpower even in the face of heavy unemployment syndromes.
In the word of Onan (2003) what sets most successful organization apart is how they manage human resources.
In the private sector the ability to achieve and sustain competitive advantage lies within the work force without exception what keeps executives up a thing are decisions about human resources that are rather difficult and delicate how to control labors Costa, while still treating people fairly. Those challenges depend on the pressure organization face. This no doubt that in this advanced age to development and technological break through manpower must be developed to meet the challenges of modern technology. Trained and well developed manpower is the essential ingredient for efficiency and effectiveness in any human organization
Unfortunately this days the overwhelming and pervasive role of man power resources in organization seem to be compromise to the extent of misplacing its role of achievement of organization objective many organization paid little of no attention to issue of training and developing ad aviate manpower for achieving organizational goal or objective.
An essential instrument for achieving organizational objective is the adequacy and effectiveness of available manpower. Any organization whether (Informal or formal, private government can only boast of.
Despite the importance of manpower planning programs are not sufficiently supported by organizations in Nigeria. These organizations consider the money they will spend on their performance programs as waste rather than investment. They fail to foresee the desirability of continuous performance and development of their employees in order to promote the efficiency and effectiveness of their organizations. Those that attempt to conduct trainings for their employees do so in an ad- hoc and haphazard manner, and as such, training in those organizations is more or less unplanned and unsystematic. 
This view is corroborated by Nwachukwu (2016), who argued that many employees have failed in organizations because of lack of basic training. It is against this that the researches through the study intend to look into the impact of manpower development on organizational performance using Kwara State Polytechnic, Ilorin as a study area.
1.2     STATEMENT OF PROBLEM
Colombo (2017), state that one of the potent factors militating against the good performance of employees is inadequate manpower planning. An employee may have the ability and determination, with the appropriate equipment and managerial support yet such employee may be underproductive. The missing factor in most cases according to Adeniji is the lack of adequate skills, and knowledge, which are acquired through manpower planning and organisational performance. Adeniji further stated that manpower planning and organisational performance increases employee productivity and promotes goal congruency, while lack of manpower planning decreases absenteeism rate, low output, poor quality and results in high unit cost.
Emphasis is placed on man power development in every organization because of the improvement in the level of productivity that accompanies it. Thus any organization that does not place emphasis on the development of its manpower is encouraging failure. Without deviate training the employee moral and organizational productivity while drop employee skill and innovative ability decline and hence the whole organization suffers some organization do handle manpower development with lackadaisical and incident care attitude.
Therefore this research is intended to examine the important advection of relevance of organizational performance through training and factors hindering it then come up within recommendations which present solution to the problem at hand.
1.3     RESEARCH QUESTIONS
1. Does Manpower program in Kwara State Polytechnic, Ilorin improved service delivery
2. Can Manpower training program adversely offices staff retention in Kwara State Polytechnic, Ilorin.
3. Is There a need for more an effective training program in the organization
4. Does Manpower program impacted well in employee job performance
1.4	OBJECTIVE OF THE STUDY
The main objective of the study is to examine the manpower development policy in Kwara State Polytechnic, Ilorin as it affects the staff performance and retention specific objective include
1. To ascertain the staff training policies and programmers in the organization
2. To ascertain if these training policies and programmers are consonant with the present organization needs.
3. To examine the effect of the training programmers on staff as it affects their skills experience and quality in general.
4. To examine the effect on staff performance retention as effective service delivery in the organization
5. To make suggestions as rewired with an view of ensuring a well
1.5 RESEARCH HYPOTHESES
H01: Lack of a clear-cut manpower development policy objective is responsible for ineffective manpower development in Kwara State Polytechnic, Ilorin
H02: Ineffective effect on staff performance and retention as well as effective service delivery in Kwara State Polytechnic, Ilorin
H01: There is no significant relationship between manpower training and organizational performance in Kwara State Polytechnic, Ilorin 
H0 2: There is no significant effect of manpower training on employee productivity in Kwara State Polytechnic, Ilorin.
1.6    SIGNIFICANCE OF THE STUDY
The issue of manpower development has become a major agenda in public personnel Administration. The reason for this is not fork etched, more public organization is faced with a lot of challenge which rewires specialist and professionals to handle.
This invariably brought about the importance of re-defining the manpower development policies and programs, so that staff of these institutions will be able acquired new skills, knowledge and experience to cope with these change.
Thus the importance of undertaken a study of manpower development in fKwara State Polytechnic, Ilorin is imperative.
Although, some studies have been carried out (i.e., Bala, 1992 Danjuma 1998, Garba 2000, Sani, 2002) none of them has examine the training policy on ground in relation to the presence need in the organization.
The study is an academic requirement as such, it would be of use and benefit to researcher (as individuals, group and to organization) it will also serve as a reference point for studies for both diploma and undergraduate student who to carry out similar study.
Effective operation if is bless with adequately well-training and development manpower.
In Nigeria many organization (whether government or private profit oriented) have been deficient in their operation and the overall effectiveness due to type or caliber of manpower they have federal capital development authority is not exemption.
1.6     SCOPE OF THE STUDY
This research work is intended to cover the personal department of the Kwara State Polytechnic, Ilorin with a view to find out the impact of manpower development to the progress of Kwara State Polytechnic, Ilorin as a chose case study for the project work Kwara State Polytechnic, Ilorin has it employees recruited from all states of the federation that belong to the Kwara State government. Kwara State Polytechnic, Ilorin was established in 1973. Thus the study focuses on the data of establishment till date
1.7     LIMITATIONS OF THE STUDY
The study was undertaken to assess the effectiveness of manpower development in Kwara State Polytechnic, Ilorin. This was done in view to asses it affects on the skill knowledge, performance and staff retention.
A major limitation of this study is that other institution not included in the study. In other words an extensive coverage of other organization is not done, due to time and financial implication which the researcher might not be able to afford.
Another limitation was that of difficulty in collecting or having access to some data or information relevant to this research work. This was due to the issue of confidentially which the public sector was knows for however these limitations do not really effects the content of the research work. Not distending if these limitations are avoided or eliminated it could have enriched or added more value to the study.
1.8	DEFINITION OF TERMS
MANPOWER: This is refer to as the human resource of a business concern. In other words, it is known as the performances in an organizational work settings. These include unskilled, skilled supervisory and management staff of a company.
TRAINING: Cole, (2002) defines training as a learning activity directed towards the acquisition of specific knowledge and skills for the purpose of an occupation or task. The focus of training is the job or task.
Training is further: By Bankole Akanji (2003) described training as a short term systematic process through which an employee acquires technical knowledge, skill & attitude required to perform a specific task or job adequately.
DEVELOPMENT: This is the process concerned with people's capacity in a defined and reduce or eliminate unwanted change.
Bamkole Akanji (2003) described development as a developmental process through which the managerial personnel develop the already acquired knowledge and potential for self effectiveness in their future complex assignments.
ORGANIZATION: Monday, (1990) defined organization as "two or more people working together in a co-coordinated manner to achieve group result".
Organization is further defined in Encyclopedia Britanica (1986) as an arrangement of individuals or groups into a coherent whole, with complex of function interrelationship and a system of overall administration.
PERFORMANCE: these are the measurable outcomes accomplishment valued by the work done.
MANPOWER PLANNING: Is the estimation of quantity & quality of employees on organization or a Nation requires at a particular time in the future.
Olusola Aina, (1992:68) defined manpower planning as a possible for determining and assuring that an organization will have, adequate number of skilled and experienced person available at the right time and which provides job satisfaction to the workers involved.
LABOUR: this is defined as both mental and physical effect towards production.
MANPOWER DEVELOPMENT: Can be described as the systematic process which an organization has to go through to ensure that is has the effective managers it requires to meet its present and future needs.
ORGANIZATON STRUCTURE: Loosely defined, it refers to the network of relationship between individuals who are linked in a cooperative endeavour set-up, to achieve some set objective.
EVALUATION: It is the systematic collection and assessment of information for deciding how best to utilize available training resources in order to achieve organizational goals.
According to Hamblim (1970) evaluation is any attempt to obtain information (feedback) on the effects of training programme and to assess the value of the training in the light of that information.
ORGANIZATION EFFECTIVENESS: Mondy et al (1990) defined it as the degree to which an organization produce the intended or desire result.

















CHAPTER TWO
2.0	LITERATURE REVIEW
2.1	INTRODUCTION
The simplest way of economizing efforts is any enquiry is to review an existing literature and to build upon already done work by others this work may include journal, newspaper books, standard dictionaries encyclopaedia and rewards related to the study in question.
These research is set out to identify and critically review such existing literature is manpower planning and development in local government, it also embraces, importance of manpower, planning. Determinants of manpower planning, theories, challenges, prospects of manpower planning, the meaning of performance, strategy of performance and the relationship between manpower planning and organisational performance.
Manpower development can be said to mean a system by which the management of an organization help each staff or individual of the organization to realize his or her potential, develop it and brings it to bear for the growth of the organization (Caldwell, 2004). It involves activities such as indoctrination and training programmes, which could be conducted at various points, systematically performed in physical Manpower development is an area that has attracted the attention of so many writers; hence there are so many definitions as there are many writers. 
Manpower development is a favourable change in a person that permits him or her to function effectively. The ways the managers know that it has occurred is that the employee possesses new knowledge or information and he is able to apply old knowledge in a new way or has an increased interest in applying what he knows. It can also be seen as any attempt to improve current or future performance by imparting information, conditioning attitudes or increasing skills. It is a process that ranges from training employees in skill to assist them in broader areas of personnel and other social adjustments in the interest of the individual as well as the organization (Chruden, 1980, p. 80). 
Development represents the planned opportunity that is provided for training, educating, directing and performing the management function. Development deals with the activities undertaken to expose an employee to perform additional duties and assume positions of importance in the organizational hierarchy (Nwachukwu, 1988). It is a function of management aimed at helping employees to acquired them and assume more complex responsibilities. It is a favourable change in a person that enables him to function more effectively (Adeoti, 2003). It means preparing an employee for the future, but well-defined job at a higher level. 
Tokunbo (1970) observed that manpower development is the process by which an enterprise is made more effective, efficient and profitable. It can also be seen as a process of intellectual growth achieved through providing the means by which people could grow on their jobs. Manpower development emphasizes the opportunity to learn and grow by doing. Mamoria (1992) defined it as not only those activities which improve job performance but also those which bring about growth of the personnel, helping individuals in the progress towards maturity and actualization of their potential capacities so that they become not only good employees but better men and women.
2.1	CONCEPTUAL FRAMEWORK 
According to Schults (1993), definitions of manpower have shown some essential elements in enhancing organisations resources and help employees to improve productive of the business or organisation. In order to endure business effectiveness in organisations, the manpower becomes an asset and instrument used to grow productivity. This implies that manpower development could lead to better employees’ productivity and ultimately improve organisation productivity. 
Rastogi (2002) stated that manpower is an important resource for organisations especially for employees’ continuous improvement of knowledge, skills and abilities. Armstrong (2004) posited that human resource development is concerned with the provision of learning, development and training opportunities in order to improve individual, team and organisational performance.
According to Schults (1993), definitions of manpower have shown some essential elements in enhancing organisations resources and help employees to improve productive of the business or organisation. In order to endure business effectiveness in organisations, the manpower becomes an asset and instrument used to grow productivity. This implies that manpower development could lead to better employees’ productivity and ultimately improve organisation productivity. 
Rastogi (2002) stated that manpower is an important resource for organisations especially for employees’ continuous improvement of knowledge, skills and abilities. Armstrong (2004) posited that human resource development is concerned with the provision of learning, development and training opportunities in order to improve individual, team and organisational performance.  
According to Schults (1993), definitions of manpower have shown some essential elements in enhancing organisations resources and help employees to improve productive of the business or organisation. In order to endure business effectiveness in organisations, the manpower becomes an asset and instrument used to grow productivity. This implies that manpower development could lead to better employees’ productivity and ultimately improve organisation productivity. 
Rastogi (2002) stated that manpower is an important resource for organisations especially for employees’ continuous improvement of knowledge, skills and abilities. Armstrong (2004) posited that human resource development is concerned with the provision of learning, development and training opportunities in order to improve individual, team and organisational performance.  
The concept of manpower planning and organisational performance is concerned with the proper planning, recruitment, training and promotion of employees. 
Cole (2003) sees manpower planning as a systematic approach to the acquisition, used and deployment of the people in an organization. According to him manpower is a corporate activity from business objective of the organization and leading to specific plan for recruitment of workers, training and promotion.
The literatures above emphases the link between planning and corporate objectives, business plan. This justifies that manpower planning is the integral part of business activities. In line with the above Eugenia 2008 states that human resources planning involves applying eth basic planning process to human resources needs of the organization, she emphasis that for manpower to be effective, it must be derived from corporate plan of the organization. In addition, the success of the manpower depends largely on how closely the human resources department can effective integrate manpower plan with organization’s business plan, she explicitly stated that human resources planning interprets this plan (business plan) in terms of people requirement and influencing the business strategy by drawing the attention to way in which people could be developed and deployed more effectively to further the achievement of the business goal as well as focusing on any problems that might have to be resolved to ensure that people required will be available and will be capable of making the necessary contribution.
Onah (2003) points out that manpower planning is competitive organizational strategy of the enterprises as a whole, he further says that growth and development of organization depends on the quality and quantity of employee in an organization. He defines manpower planning as management of activities that involves analysis of the existing workforce, job requirement in other sources and developing people who will run the evolutional organization now and in future in order to ensure the achievement of objective. In line with above, Mathis (2003) sees manpower resources planning as process of analyzing and identifying the needs for availability of human resources so as to meets it’s objectives. 
With the above, Reilly, (2003) defines work planning as the process in which organization attempts to estimates the demand for labour and evaluate the size, nature and sources of supply which will be required to meet the demand. It is a critical analysis of the workforce in an organization based on their skills, performances in relation to the roles assigned to assigned to them and evaluating trends of an organization which results to action plan to address the difference.   
Charles S. H. et al., (2004), defined management planning as a “positioned that planning activities focus on the future that is an organization should achieve current human resources conditions to achieve it’s human resources objective and goals. 
Yogesh A. (2004), define manpower as nothing but using the available asset for the effective implementing of the production plans after preparing the plan, the plan, people are grouped together to achieve organizational objectives. Planning is concerned with coordinating motivation and controlling of the various activities within the organizational planning is making advance what is to be done. It is the will power or course of action to achieve the desire result. It is a kind of future picture were event are sketched it can be define as ‘ a metal process requiring the use of intellectual, faculty, imagination, foresight and sound judgment it involves problem solving and decision making.
According to Armstrong (2004), qualitative and quantitative terms have to be put into consideration while addressing human resources needs of organization which means answering two basic question. First, how many people does organization require? And secondly; what sort of people?  He says that is looks at the broader issues relating to the ways in people are employed and developed in order to improved organizational effectiveness. It is necessary that when good calibers of employees are employed, that they are place in appropriate job and at the right time. In line with the above illustration.
Yogesh, A. (2004) defined manpower planning as; nothing but using the available asset for the effective implementation of the production plans. 
There are series of definition advance by various scholars, authorities and school of thoughts in different ways it attempts to give the time picture of manpower planning. These diversities in the definition of manpower planning defined on the level of perception.   
However, there has never been any universally accepted definition of the term; 
The department of employment of the Nigeria posted that manpower planning is a “strategy for the acquisition, utilization, improvement and retention of enterprises human resource” this definition of the department of employment in Nigeria the entire issue rest on the following:
a. Getting the right people 
b. People with the right skills 
c. People in the right numbers 
d. People at the right place 
e. People at the right time and 
f. People at the right cost 
The above manpower planning definitions implies that organization’s activities or government activities should be planned and directed, taking into consideration the strategic goals and available human resources. And for any activity to be carried out, manpower must be rated first in the priority list. In critical examination of the analysis of manpower planning by the last four authors, they made good contributions, but they still have deficiencies, manpower planning is not only revolves on analysis of the job requirements and development people that will run it in future, but organization, in many cases employ the new entrants into the organization when internal manpower supply does not assuage the needs. Manpower planning also embraces making the employee to put in their towards realization of organization’s objectives. In other words, motivating of employees is a necessary if organization wants to actualize its goals. This makes manpower planning to have element of vicious cycle and to be a system that involves several activities. 
Human resources planning are the process of formulating plans to fill future opening based on the analysis of the positions that are expected to be open and deciding whether they will be filled by outside or inside candidates (Dessler, 2006).
In view of the Okoli, (2007), manpower planning is concern with the acquisition and retention of right number of workers at the right time. He points that exercise is medicated and enhanced by the strategic objective of the organization and embraces putting employee in right job description that relates to employee’s acquired or potential skills. 
According to Roseline Onah (2007) manpower planning has to do with establishment functional power in an organization. As result of that, personnel managers or head of personnel department makes plan for internal transfer or reduction, training and development to meet the desired quality of the required skills and knowledge and, or for recruitment of new staff. Emphasizing the importance of manpower resources in an organization, she states that manpower in an organization is essential for the attainment of organization’s goals, she also points out that the centrality of human resources makes planning crucial. 
Ogbochie (2010), states that manpower planning is the process or method of organizing and utilizing available human resources in an organization or country for the purpose of fulfilling desirable ends. This definition on manpower planning offer a bare knowledge on manpower planning. It fails to offer fundamental information on manpower planning as relates to recruitment when organization faces under staffed or projected goals are much and reduction of staff when organization is in declining stages. In line with that human resources planning consist of putting right number of people, right kind of people at the right place at right time for the achievement of goals of organization.
2.1.1	CONCEPT OF TRAINING AND DEVELOPMENT 
Training and development are complementary parts of the same process. They are interlinked and interdependent, rather than sequential and hierarchical. Training and development is very crucial to the employees, the organization and their effectiveness (Devi and Shaik, 2012). 
Increasing job satisfaction and employee morality, enhancing the employee motivation, improving the efficiencies in processes and financial gain, raising the ability to obtain and use new technologies, developing the innovation in strategies and products and reducing employee turnover are other important benefits of training (Mcnamara, 2010).  
Admittedly, employee‟s manpower development is very vital to job productivity and organization performance. However, it is attention-grabbing to observe that most often, a lot of employees recruited into organizations are not trained to suit the purposes they were being employed. In other words, while few employees do not have the requisite skills, knowledge, abilities and competencies required for precise job function, some others require extensive training to acquire the necessary skills and knowledge to attain the work requisites and also make significant contribution to the organization‟s performance. In the wisdom of organizations, it is cheaper to hire them and send them on refresher courses aimed at civilizing their undeveloped knowledge and skills than go for qualified employees whose wages would be difficult to meet. By virtue of not being qualified at recruitment, the manpower development train and build up them to be able to carry out their anticipated tasks more professionally so as to increase productivity. 
Supporting this assertion, Ganesh & Indradevi (2015) maintain that training and development as carried by the manpower development improves original qualifications, knowledge, skills, capability, for which they were hired for higher performance and productivity.
2.1.2	CAREER ADVANCEMENT
Career  advancement  normally  entails  a  clearly  marked  path  of  progression  through  the ranks  of  an  organisation.    It  is  based  on  merit  without  regard  for  race,  gender,  age  or ethnicity .Deserving cases become eligible for advancement. Graham  and  Bennet (1995) noted  that  the prospect  of  career  advancement is capable enough to motivates  employees  to  give their best to the organization. 
Capelli  and  Hamori  (2005)  point  out  lack  of  career advancement for  any  reason damages a  manager’s  chances  of  making  it  to  the  top. Gill and Kustron (2011) defined career development as a career planning in which there is a continuous process for individuals to develop his own occupational concept that will enable them to reach the peak of their career. Career advancement is the upward movement of employee in the organization. 
2.1.3	OFF-THE-JOB TRAINING
Training which takes place in environment other than actual workplace is called off-the job training. Off-the-job training is usually designed to meet the shared learning needs of a group rather than a particular individual’s needs. Lectures, computer-based training, games and simulations are the common forms of off-the-job training methods. The purpose of this method of training at a place rather than the work area is to give a peaceful domain to the employees where they can focus just on learning. Learning materials is provided to the trainees, for a complete theoretical knowledge .Usually training programs which are assigned by management, leads to greater employee motivation than those where attendance is optional. Employees take only those trainings seriously, where they are clear about the content, objectives and outcomes (Tai, 2004). 
2.1.4	ON-THE-JOB TRAINING 
The purpose of on-the-job training session is to provide employee with task specific knowledge and skills in work area. The purpose of this training is to make the employees get familiar with the normal working environment that is during the training time frame, the workers will get the direct involvement of using of machinery, equipment, devices, material and so forth. The knowledge and skills presented during on-the-job are directly related to job requirements, job instruction technique, job rotation, coaching and apprenticeship training are the common forms of on-the job training methods. 
MburuMaina and Waithaka (2017) opined that on the job training equips employees with needed knowledge and skill to perform a specific task in the work area. Mentoring, apprenticeship, case study among others are different forms of on the job training. 
Tukunimulogo (2016) revealed that on the job training has the capacity to increase employees’ performance. Ndunguru (2015) confirmed that on the job training has a significant effect on employee performance. 

2.2.5	CONCEPT OF ORGANISATIONAL PERFORMANCE 
Performance of organisation depends on the knowledge and ability of its employees toward understanding the dynamism in the market. Brown (2008) defines performance as how well a person completes tasks and also the attitude with which he/she completes the tasks. Organization performance is an index that can be used to measure how healthy the organization is. Mwita (2000) explains organizational performance as the ability of an organization to achieve its set goals and objectives. Organization performance can be measured in terms of sales growth, financial performance, market share, customer satisfaction and retention.
2.2.6	CONCEPT OF MANPOWER DEVELOPMENT AND ORGANIZATIONAL PERFORMANCE 
Manpower development equips employees with the necessary skills needed to perform effectively which translates to organizational effectiveness in the long run. Human resources development and organization performance are highly important and fundamental to good organization performance. Ogbu and Osanaiye (2017), in their study revealed that manpower development have a strong impact on organizational performance. Olusoji, Adedayo, and Godbless (2017) ascertain that manpower development helps in the actualization of organizational goals. Aigbepue and Mammud (2012) suggested that organizations should focus on manpower training to secure improvement in organizational performance.
2.2	THEORETICAL FRAMEWORK  
Theories are form of abstract statement. Theories become acceptable in terms of their utilization and efficiency with which they are able to explain describe or predict the phenomena under consideration.
The theoretical framework to be adopted here is a decision making theory. Decision making theory was propounded by the Herbert Simon (1957) in his book administrative behaviour in which he opined that the most critical factor in achievement or organization objective was correct or intelligent decision making. By which he meant the optimum rational choice between alternative courses of action.
2.2.1	HUMAN CAPITAL THEORY  
The human capital theory advocated by Garrick (1999) states that employees are worth investing in as a form of capital. Training and Manpower development are tools being used by the management to empower employees with requisite skills, knowledge, abilities and competencies required for precise job function and also boost their morale in order to attain organizational setgoals.  
In view of this, Garrick as cited in Bratton (2007) submits that employees‟ performance and the domino effect can then be considered as a return on investment and assessed in terms of costs and benefits. 
Substantiating, Sen (1997) holds that training and manpower development which rests squarely on human resources development concentrates on the agency of human beings through skill knowledge, effort in augmenting production, possibilities.  In her submission, the author holds that training and manpower development improves employee performance and by extension the overall productivity of organizations through training and development, organizational development, career development and talent development to achieve organizational set-goals. 
Going by this, it is obvious that human resources have become a very fundamental resource in organizations, it can also be posited that employees have also turned out to be one of the most significant assets that represent the potential of organizations‟ accomplishments. 
In other words, training and manpower development create awareness of the rules and procedures which guide job performance and also prepare employees for projected career satisfaction and fulfillments towards the promotion of efficiency and effectiveness of organizations. The significance of the theory as applied in this study focuses on employees' work performance, funding as an investment is vital to achieving organizational set-goals through training and manpower development. Thus, as employees improve their skills, the mastery of their subject area begins to yield higher productivity. Going by this, it implies that since the utmost quality of any organization is its human resources, it is without doubt that the training and manpower development of employees are fundamental in the attainment of organizational goals. 
Concurring to this assertion, Adeoye (2002) agrees that training and  manpower development is the supply and demand of human resources in line with the  requirements of the organization with the objective of boosting the morale of  employees as well as developing a well tailored manpower development programmes to enhance the approval of the employees. It is expected that training and manpower development policies are the responsibilities of management to ensure that each employee is appropriately trained and manpower developed to the needs of organizations. 
In respect to this study, the managers are responsible for implementing such guidelines to ensure that employees   are trained and developed appropriately. This is done for better return on investment as informed by the theory so that benefits are more than costs in order to realize maximum gain and help to increase productivity better than ever.
2.2.2	SYSTEM THEORY  
The theoretical basis for this study is the system approach to training by Eckstrand (1964). This approach is considered suitable because problems such as training are considered not only in terms of training objectives and goals, but of the total organization or “system” in which the individual will be performing his task. The system theory was first developed in the biological and the engineering science before it was adopted by social scientists in explaining social and organizational phenomena.  
David Easton (1965) utilized the approach in his study of political structure.  Daniel Katz and Robert Khan (1966) also used the open systems approach in studying “The social psychology of organizations.  
Nwakwo (1988:209) also adopted the systems approach in his book “Education and training for public management in Nigeria.  The major concepts involved in the system theory can be summarized as follows:- 
A System can be perceived as a whole with various parts and their interdependent relationships.  A system has its boundary and can be viewed in terms of its relationship with other systems.  Systems have sub-systems and are also part of a supra system.  A system can be regarded as either open or closed.  
According to Koontz, et. al. (1980) a system is regarded as open if it exchanges information, energy or material with its environment as happens with biological or social system; it is regarded as closed if it does not have such interaction with the environments.  v. vi. A system interacts with its environment in terms of process that involves input, conversion, and output of energy, information and material. 
A system tends to re-energy or modifies itself through the process of information feedback from the environment. In order to survive, an open system moves to arrest the entropic process by importing more energy from its environment than expended. And by storing energy, it can acquire negative entropy. 
As Katz and Kahn (1966) further explain, “the entropy process is a universal law of nature in which all forms of organization move toward disorganization or death. In view of the above general perspective of system theory, we shall discuss the system approach to training as propounded by Eskstrand (1964). 
In the approach, the development of a training programme is linked to the development of a weapon system. Here, the system engineer begins with an operational requirement, a precise statement of the objective to be achieved by the system. The systems engineer 45then works backward form these objective to produce an arrangement of sub-systems which, when operated according to some operational plan, will fulfill the requirement. The design of a training system can proceed in the same manner. These are behaviors which must be achieved by the training system. The job of the training designer, then is to select the sequence or series of learning experiences which will produces the desired behavior .A testing (evaluation) phase is required to assure that the training programme to signed succeeds in producing men capable of performing as specified.  The applications of the systems theory to training can best be understood by examine taken from Eckstrand. It involves seven major stops.  Define training objectives  Develop criterion or measures for evaluating training  Device training contents  Design methods of training materials  Integrate training programmes and trainees  Compare graduates to standard set in step 2 Modify steps 3 and 4 based on the result of step 6  The advantage of the systems approach is that it helps the trainee in making his decisions. He is able to understand and keep in mind the total training process as he tries to accomplish his objectives. This theory will guide us in examining the effectiveness of the training policy in F.C.E and its impact on the staff and the college as a whole


CHAPTER THREE
RESEARCH METHODOLOGY
3.1	Preamble 
Without information there can be no proper analysis of the problems on the topic under consideration, this makes this chapter to be very important. And if information should be collected, then the use of research methodology is indispensable. Methodology means the approaches, techniques and procedure use in gathering or collecting raw data, which are used as basis for inferences and interpretation for explanation and production.
Research methodology is also the basic conceptual framework on which the whole research is based and it includes: the method of data collection and method of data analysis.
3.2	Research Design 
This research is of quantitative method. Quantitative methods emphasize objective measurements and the statistical, mathematical, or numerical analysis of data collected through questionnaires, and surveys or by manipulating pre-existing statistical data using computational techniques. The researchers adopt the questionnaires as its research design. The rationale behind the use of questionnaires is to elicit responses from the samples respondents. It will help in gathering and subjecting such data to statistical analysis is for the purpose of researching a conclusion on the subject matter and providing solutions to the identified research problems.
3.3 	Population of the Study
The target population for the study were the entire staffs of Kwara State Polytechnic, Ilorin. The institution is made up of the staff strength of Seven Hundred and Thirty Six (736) both teaching and non teaching staffs. This information was obtained from the personnel department of the institution.
3.4	Sample Size and Sampling Techniques
The sample size of one hundred (100) was selected by using random sampling method. Random sampling in a simple approach where we select ta group of subjects sample for study for a larger group (a population). Each individual is chosen entirely by chance and each member of the population has an equal chance of being in the sample. The respondents are issued questionnaire and the face to face interview was also conduction. Questionnaire asked n the questionnaires are close or structured in format.
3.5	Data Collection Instrument and Validation
The measure instrument used in gathering information for this study was the questionnaire. The research will employ also tables for data presentation as well as the result for data analysis. Also simple percentage for analysis is a scale of consisting of strongly agree, disagree, undecided, strongly disagree.
3.6	Question Administration and Retrieval 
The questionnaire administration will be done by the researcher in which the researcher will personally take the questionnaire to the organization which is Kwara State Polytechnic, Ilorin and Distribute to its various department of the institution. When they are done with the filling or answering the questionnaire the researchers will retrieve back the questionnaires as its being given out.



CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
4.1	Data Presentation
The main instrument for data collection of this research is the questionnaires designed and distributed to research in which one hundred (100) questionnaires were distributed but only 97 was duly completed and returned which shall be used as the basis for findings the using Rensis Likert’s rating scale method as Fresanged below; 
Research Question 1: Manpower planning improve staff performance?
Table 1: Manpower planning improved staff performance
	Variables
	Population
	Percentage (%)

	Strongly agreed 
Agreed 
Strongly disagreed 
Disagreed 
	27
29
19
22
	27.8
29.9
19.6
22.7

	Total 
	97
	100


Source: Field Survey, 2025
Table 1: above showed that 27 respondent representing 27.8 percent of the total respondent strongly agreed that manpower planning has improve staff performance, 29 respondents representing 29.9 percentage of the total respondents agreed that manpower planning increase staff performance. While 19 respondents representing 19.6 percent of the total respondents are of the view that manpower planning improve staff performance. On the other hand, 22 respondents disagreed that manpower planning does not improve staff performance. 
From the data collected above showed that manpower planning improve staff performance in Kwara State Polytechnic, Ilorin.
Research question: Does manpower planning use some of the measures to improve staff development?
		Variables
	Population
	Percentage (%)

	Strongly agreed 
Agreed 
Strongly disagreed 
Disagreed 
	20
27
29
21
	20.6
27.8
29.9
21.7

	Total 
	97
	100


 Table 2: manpower planning uses some of the measures to improve staff development?
Source: Field Survey, 2025
Table 2: Reveals that 20 respondents represent 20.6 percent of the total respondent strongly agreed that manpower planning use some of the measures to improve staff development. 27 of the respondents, representing 27.8 percent agreed, while 29 respondents representing 2.9.9 percent are of the contrary view 21 percent of the respondents views were disagreed. 
From the data collected above showed that manpower planning did not use some of the measures to improve staff development.
Research question 3: The effect of under utilization of manpower planning have negative impact on workers in an organization?
Table 3: Effect of under utilization of manpower planning have negative impact on workers in an organization?
	Variables
	Population
	Percentage (%)

	Strongly agreed 
Agreed 
Strongly disagreed 
Disagreed 
	25
30
20
22
	25.8
30.9
20.6
22.7

	Total 
	97
	100


Source: Field Survey, 2025
Table 3: Shows that 25 respondents representing 28.8 percent of the total respondents strongly agreed that effect of under utilization of manpower planning have on workers in an organization, 30 respondents representing 30.9 of the total respondents agreed, 20 respondents representing 20.6 percent strongly disagreed and 22 respondents representing 20.7 percent are disagreed. 






Research question 4: Does effective manpower planning have significant impact on workers performance in an organization?
Table 4: Significant impact on workers performance in an organization
	Variables
	No of Responses 
	Percentage (%)

	Strongly agreed 
Agreed 
Strongly disagreed 
Disagreed 
	51
41
3
2
	52.5
42.3
3.1
2.1

	Total 
	97
	100


Source: Field Survey, 2025
Table 4: shows that 51 respondents representing 52.5 percent of the total respondents strongly agreed that effective manpower planning have significant impact on worker’s performance in an organization, 41 of the respondents representing 42.3 percent agreed, 3 respondents representing 3.1 percent strongly disagreed while 2 respondents representing 2.1 percent of the total respondents disagreed that effective manpower planning have significant impact on worker’s performance in an organization.
From the table above data collected above showed that effective manpower planning have significant impact on worker’s performance specially in Kwara State Polytechnic, Ilorin.
Research question 5: Are there effect caused by under utilization of manpower planning in Kwara State Polytechnic, Ilorin council organization?

Table 5: effect cause by under utilization of manpower planning in Kwara State Polytechnic, Ilorin.
	Variables
	No of Responses 
	Percentage (%)

	Strongly agreed 
Agreed 
Strongly disagreed 
Disagreed 
	35
52
3
7
	36.1
53.6
3.1
7.2

	Total 
	97
	100


Source: Field Survey, 2025
Table 5: demonstrated that 35 respondents representing 36.1 strongly accepts that effect caused by under utilization of manpower planning in Kwara State Polytechnic, Ilorin council organization, 52 respondents representing 53.6 percent accepts, 3 respondents representing 3.1 percent strongly disagreed while 7 respondents representing 7.2 percent views remained disagreed. 
From the data collected above showed that effect caused by under utilization of manpower planning in Kwara State Polytechnic, Ilorin council organization is truth that is why is agreed.





Research question 6: Does rapid development in Nigeria depend largely on proper manpower planning?
Table 6: Rapid development in Nigeria depend largely 
	Variables
	No of Responses 
	Percentage (%)

	Yes 
No
	67
30
	69.1
30.9

	Total 
	97
	100


Source: Field Survey, 2025
Table 6: Demonstrated that 67 respondents accepts that rapid development in Nigeria depend largely on proper manpower planning, while 30 respondents representing 30.9 percent said No.
From the data collected above showed that it is true that rapid development in Nigeria depend largely on proper manpower planning. 
Research question 7: Does lack of manpower planning contribute to the low performance of staff?
Table 7: Low performance of staff 
		Variables
	No of Responses 
	Percentage (%)

	Yes 
No
	37
60
	38.1
61.9

	Total 
	97
	100


Source: Field Survey, 2025
Table 7: Reveals that 37 respondents representing 38.1 percent say Yes that manpower planning contribute to the low performance of staff while 60 respondents representing 61.9 percent say No.
From the data collected above showed that manpower planning has not contributed to the low performance of staff in Kwara State Polytechnic, Ilorin.
Research question 8: Does recruitment of unqualified personnel influence productivity in Kwara State Polytechnic, Ilorin?
Table 8: Unqualified personnel 
	Variables
	No of Responses 
	Percentage (%)

	Yes 
No
	26
71
	26.8
73.2

	Total 
	97
	100


Source: Field Survey, 2025
Table 8: showed 26 respondents representing 26.8 percent say yes that recruitment of unqualified personnel influence productivity of manpower planning in Kwara State Polytechnic, Ilorin while 71 respondents representing 73.2 percent said No.
From the data collected above showed that recruitment of unqualified personnel does not influence productivity of manpower planning in Kwara State Polytechnic, Ilorin.



Research question 9: Does manpower planning have any impact on Nigeria civil service especially in Kwara State Polytechnic, Ilorin?
Table 9: Nigeria Civil service in Barkin Ladi
	Variables
	No of Responses 
	Percentage (%)

	Yes 
No
	65
32
	67.0
33.0

	Total 
	97
	100


Source: Field Survey, 2025
Table 9: Reviles that 65 respondents representing 67.0 percent say yes that manpower planning have impact on Nigeria civil service in Kwara State Polytechnic, Ilorin. While 32 respondents, representing 33.0 percent say No to it. 
From the data collected above reviles that manpower planning have impact on Nigeria civil service especially in Kwara State Polytechnic, Ilorin.
Research question 10: Has manpower planning contributed to national development?
Table 10: National development 
	Variables
	No of Responses 
	Percentage (%)

	Yes 
No
	74
23
	76.3
23.7

	Total 
	97
	100


Source: Field Survey, 2025
Table 10: Demonstrated that 74 respondents representing 76.3 percent say Yes manpower planning contributed to national development while 23 respondents representing 23.7 percent say No.
From the data collected above demonstrated that manpower planning has contributed a lot to national development.
4.3	Discussion of Findings
From the forgoing presentation and analyzing of data, the following relevance were made that manpower planning encourages organisational performance in Kwara State Polytechnic, Ilorin. 78% of the respondents asserted that manpower planning is importance in organisational performance. 
a. That subordinate are remunerated based on the level of performance in the job, instance discovered are; 
b. Some workers are lazy, and because of that, the hardworking once are motivated to discourage the lazy one’s, from being lazy.
c. Some workers are inconsistence in compliance to instructive, therefore, those that are consistent to compliance of instruction are remunerated.
d. Subordinate are remunerated based on job performance in other to cope with nonchalant altitude to work.
e. That these human needs are arrange according to level of performance as on level became satisfied the individual became concern about the next level until all the need are satisfied.
Instance discover are;
i.	Basics need (field) e.g. food, shelter and housing
ii.	Security need e.g. defence
iii.	Safety need e.g. accident 
iv.	Esteem need 
v.	Self actualization e.g. recognition in the society


CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	Introduction 
This chapter will summarized and conclude the finding and makes recommendations to suggest the need for further research.
5.2	Summary of Finding 
The study focused on finding out whether manpower planning improves Organisational performance in Kwara State Polytechnic, Ilorin area. It is discovered that manpower planning is a key to success in any meaningful organizational activities and programmes. Though, the organization has numerous challenges one of the key issues is lack of training of personnel to enable them to be equip and adapt to new challenges others are ineffective communication system, lack of proper motivation of personnel and inability of personnel to used their personal initiatives among others;
5.3	Conclusions
From the survey so far, we can say that manpower planning is a live wire of every organization that will wish to perform effectively and efficiently and to also attend maximum goals and objective of the organization; it may also interest you, to know that the failure of proper manpower planning can hampered organisations as well as effectiveness of manpower planning in the organization, so to achieve set of goals and objectives in terms of organisational performance, effective supervision and qualify of manpower in the organization, it is important to make manpower planning as part of the integral development priorities in organizational annual plan, especially in Kwara State Polytechnic, Ilorin.


5.4	Recommendations
Based on the problems discovered from the study, the following recommendations are made;
i. The management should ensure that it is only the qualified staffs that are employed in other to reduce higher cost of expenditure and ensure effectiveness in the organization.
ii. There should be adequate control by the organization through planning, organizing, controlling and coordinating of human and materials resources in the organization.
iii. Motivation should be encouraged by management in other to encourage employees to give their best towards the organizational work.
iv. The management of the organization should ensure that they provide a platform for orientation and training, corrections, and making sure that staffs of the organization adhere strictly to management rules and regulations and also to enable them withstand current challenges.
v. There is an urgent need to address the issues of staff dedication to work, love for service should be preached in the organization and disciplinary measures should be carried out on erring staff. 
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