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CHAPTER ONE
INTRODUCTION
1.1	BACKGROUND OF THE STUDY
	The state of nation’s economy is determined by various factors, ranging from labour force to management. Business organization often to have objectives, such objective is centered on profit making or at least the ability to operate at break even paint.
	I dually, in developing a mode of a bank of this nature, there is always the need to seek to incorporate all recourses in order to enhance its objectives or goal, and this include that of labour, to assign cost to their uses and to provide solution which maximize some function of the value these resources to the company.
	In practice, the committed investment in plant and the requirement to maintain a full utilization of plant as the market will permit, or to expand production to meet market demand, may means that the requirement for labour is to a large extent predetermined.
	Alternatively, a programme for labour utilization may be laid down for periods ahead with agreed variations to meet long time various form an expected production level.
DEFINITION OF HUMAN CAPITAL ASSET
	Can be defined as the stock of competencies, knowledge and personality attributes embodied in the ability to perform labour so as to produce economic value. Human capital is vitally important for an organizations success, human capital increases through education and experience. Many early economic theories refers to it simple as work force, one of the three factors of production, and consider it to be a fungible resource. Homogenous and easily interchangeable. Other conception of this labour dispense with these assumptions.
JUSTIN SLAY defined four types of fixed capital (which is characterized as that which affords a revenue or profit without circulating or changing masters). The four (4) types were:
1. Useful machines, instrument of the trade
2. Building as the means of procuring revenue
3. Improvement of laid.
4. The acquired and useful ability of all the inhabitants or members of the society.
ADAMSMITH defined human capital as follows:
“fourthly, of the acquired and useful ability of all the inhabitants or members of the acquired during his education, study, or apprenticeship, always costs a real expense, which is a capital fixed and realized, as it were, in his presence. These talents, as they make a part of his fortune dexterity of a workman may be considered in the same light as a machine or instrument of trade which facilitates and abridges labour, and which, though it costs ascertain expenses, repays that expenses with a profit.”
	Therefore smith argued, the productive powers of labour are both dependent on the division of labour.
	“the greatest improvement in the productive powers of labour, and the greater part of the skill, dexterity, and judgment with which it is any where directed, or applied, seen to have been the effects of the division of labour.”
ORIGIN OF THE TERM
A.W. Lewis is said to have began the field of economic development and consequently the idea of human capital when he write in 1954 the “economic development with unlimited supplies of labour” the term “human capital” was not used due to its regulative under tones until it was first discussed by Arthur Cecil pigou: “there is such a thing as investment in human capital as well as investment in material capital. So soon as this is recognized, the distinction between economy in consumption and economy in investment becomes blurred far, up to a paint, consumption and investment in personal productive capacity. This is especially important in connection with children: to reduce unduly expenditure on their consumption may greatly lower their efficiency in after life. Even for adults, after we have descended a certain distance along the scale of wealth, so that we are beyond the region of luxuries and “unnecessary” comforts, a check to personal consumption is also a  check to investment.
	The use of the term in the made non classical economic literature dates back to Jacob Mincer’s article “investment in human capital and personal income distribution” in the journal of political economy in 1958. the T.W SCHUHZ who is also contributed to the development of the subject matter.
	The best known application of the idea of “human capital” in economic is that of miner and Gary Becker of the “Chicago School” of economic Backers book entitled human capital, published in 1964 became a standard reference for many  years. In this view, human capital is similar to plays cal means of production e.g. factures and machines. The can invest in human capital and owns. Thus, human capital is means of production into which additional investment yields additional output. Human capital is substitutable, but not transferable like land, labour or fixed capital as an important growth.
	Modern growth theory sees human capital as an important growth factors. Further research shows its relevance for democracy.
1.2	STATEMENT OF THE PROBLEMS
	The factors that masticate employees are vital issues as they affect their made merely and hence the amount of effort put into assigned tasks.
	It is view that is adequacy of some variable such as job security, promotion, health facilities, and remuneration etc. heat to increased labour turnover, absenteeism, law productivity in the work place. There is also attempt by the management scholar to uncover and generalize effect of environment an services and productivity.
	It is generally believed that an average Nigeria worker is less productive and lazy in his/her work place to his/her counter parts in developed countries and even in same developing ones. This could be  traceable to the degree or level of motivation being expected by workers in question.
	As a guide to management practitioners and scholars, most especially, in human resource and personnel management. There is the need to high light where motivation is inadequate.
	Intensive have to be undertaken in his area to provide guide and empirical analysis require for good policy formulation on human resources management in Nigeria.
	There is need for empirical studies based on well established theories of motivation.
	This has been lacking in this part of the motivation; this has been lacking in this part of the world.
	Workers behaviour at work needs more attention in order to adequately bring out best in Nigeria workers through favourable interpersonal relationship working environment and feeling of dedication and commitment to assigned tasks.
1.3	RESEARCH QUESTION
	The following are the research question to be raised in the process of carrying out this study.
	What are the reason for planning and development in bank performance and the effect in the economic?
	Who should he responsible for planning and development in a financial institution?
	What the outcomes are of pour planning on banks performance?
1.4	OBJECTIVE OF THE STUDY
	The problem stated above is a factor that really accounts for the slow pace at which the economy of third western countries do grows. And also this study is intended to examine the impact of human capital asset planning and development in Bank performance.
	Nevertheless, the result of this study will be generalized because the need of human capital Asset.
1.5 RESEARCH HYPOTHESIS
	Any hypothesis is some testable belief is tested by statistical means, when the problem, obstacles occur it is subjected to research and form elating of hypothesis:- statistical means of formulated in two forms.
	Null hypothesis and alternative hypothesis:-
The former is indicated by the later by Hi. A null hypothesis is stated in negative ascertain by the use of the word “Ho” and not that is, it states that there is “no different” or no relationship” between the two or more various. In case the new hypothesis fail to be accepted or does not hold than alternative way of demonstrating the relationship between the two or more variables
	Ho- man power, planning and development is not a tool for good performance in the banking industries.
	Hi-man power planning and development is a tool for good performance in the banking industries.
1.6	SIGNIFICANCE OF THE STUDY
	The study of impact of human capital Asset, planning and development in banks industry with contribute immensely to the banking industry by providing conducive environment for bankers to plan ahead.
	It will be through retiring confidence investor on the banking industry. It will be done by providing safety cover for investor putting in place adequate supervision mechanism to safeguard investor. The study will also look into some various aspects.
	This study is significant because it will serve as a guide to financial analysis the regulatory authority, accountant bankers, banking and  finance student and other in related field, and will enlighten investors and shareholders on banks performance because. It will introduce more knowledge to the banking industry or on banks performance.
1.7	THE SCOPE OF THE STUDY
	This topic is a kind of topic, which is of interest to one and all, and this is a project.
	The impact of human capital asset plans and development in banks performance is examined or looked into, if eventually, tis our new democratic dispensation on the aspect of impact human capital asset planning and development in banks performance have not being effective. Then why can’t we pull our heads together and sort out the cause and alternatively way out.
1.8	LIMITATION OF THE STUDY
	There exist a number of limitations in carrying out this research. Nevertheless, the purpose for which the study is carried out is being accomplished. First of all, is the problem of data collection? Some bank managers are not forth coming to give information that are needed to the research study.
	Some of the personal of the organization feel reluctant to give this information because according to the organization success story.
	They thought that giving this required information would be tent-amount to disclosure to trade success and breached of oath of secrecy.
	The second limitation is financial constraints coupled with the time, the choice of the area of study due to the fact that it is not all that easy to penetrate into the organization.
	Lastly, the finding of this research study and whatever generalization may have made is limited to union Bank of Nigeria.
	However, inspire of this various constraints the study is still relevant, reliable and even sufficient in the light of the scope and objectives of the research work.
1.9	DEFINITION OF THE KEY TERMS
WEALTH: a large amount of money owned by a business
CAPITAL: wealth or property that is owned by a business
PLANNING: the acts of process of making plans
INCREMENTALLY: an increase in number or amount of money on a job
MANPOWER: the number of worker needed for a job.
MANAGEMENT: can be defined as an act of getting done through other (people) effectively and efficiency in order to achieve organization goal and objective. Act of controlling a business to do a particular job skilled; having enough ability, experience and knowledge to be able to well being.
TRAINING: is seen as maintaining and improving current job relies heavily on the instructor and is mostly for the operating workers (non-managerial personnel).
GRIOP: a particular way of doing things.
MEAGRE: small in quantity and pour inequality
FORWARD LOOKING: Planning for the future.
ENHANCE: is increase or further improve the good quality value or status
ALLOCATION: the act of giving for a particular purpose
TAST: a piece of work or job to be done
DEVELOPMENT: the gradual growth of; so that it becomes more advanced
RESOURCES: the supply of which are useful for he business.
	Vacancy A job that available to do.
CHALLENGES: A new or difficult task that test ability6 or skills.
ISOLATION: the act of separating.
OBJECTIVE: Goals or something you are trying to achieve
APPRENTICESHIP: A period of time working as an apprentice.


CHAPTER TWO
LITERATURE REVIEW
2.1	INTRODUCTION
	The chapter is aimed at surveying and developing is already known and development.
	It will aid the understanding of the study and the impacts on banks performance.
2.2	CONCEPTUAL REVIEW 
2.2.1	Human Capital 
The concept of human capital refers to the abilities and skills of human resources of a country, (Yetude & Ola, 2011). The concept of human capital also refers to the acquired and useful abilities of all the inhabitants or members of the society (Folloni & Vittadini, 2010 as cited in Oluwatobi & Ogunrinola, 2011). In another perspective, human capital, as the name suggests, represents the productive capacity of the people. Just like land or machinery, workers are an essential requirement for production, as such, human capital denotes the skill of the labour force, how well and efficiently workers can transform raw materials and capital into goods and services. Human capitals are all embracing, that is, it is inclusive of persons who works now, or are likely to be productively employed sooner or later. It is a continuum, a continuing process from childhood to old age, and a must for any society or enterprise that wishes to survive under the complex challenges of a dynamic world. Yesufu (2000), in agreement with this view, opines that “the essence of human resources development becomes one of ensuring that the workforce is continuously adapted for, and upgraded to meet the new challenges of its total environment”. This implies that those already on the job require retraining, reorientation or adaptation to meet the new challenges. This special human capacity can be acquired and developed through education, training, health, promotion, as well as investment in all social services that influence man‟s productive capacities (Adamu, 2003).
2.2.2	Human Resource Management 
Human resource management is a discipline, a professional specialization that has developed in recent years as a broad spectrum, encompassing various field incorporated and synthesis with certain element of personnel, organizational behavior, industrial and labour relationship. According to Dressler (2007), Human resource management refers to the policies and practices involved in carrying out the human resources aspect of management position including human resource planning, job analysis, recruitment, selection, orientation, compensation, performance appraisal, training and development and labor relations. Human resource management is the organizational function that deals with issues related to people such as compensation, hiring, performance management, organization development, safety, wellness, benefits, employee motivation, communication, administration and training (Susan, 2012, as citied in Okoye & Ejiofor, 2013). Human resource management is also a strategic and comprehensive approach to managing people and the work place, culture and environment. Effective Human resource management enables employees to contribute effectively and productively to the overall company direction and the accomplishment of the organization‟s goal and objectives (Okoye & Ezejiofor, 2013). The critical nature of human resources in an organization as a factor of success or failure of management is put by Lickert (2005), as all the activities of any enterprise are initiated and determines by persons who make up the institution, plant, offices. Human resource management is composed of the policies, practices and system that influence employee‟s behavior, attitude and performance. Of all the task of management, managing the human component is the central and most important task. 2.2.3	Training and Human Resource Development Programmes 
According to Thaker (2008), “training is an organized procedure by which people learn knowledge and skills for a definite purpose”. Tim and Brinkerhoff (2008) insist that human capital development represents the planned opportunity that is provided for training, education directed and planned experiences, and guided growth.
Concept of Human Resource Management Human resource management is a discipline, a professional specialization that has developed in recent years as a broad spectrum, encompassing various field incorporated and synthesis with certain element of personnel, organizational behavior, industrial and labour relationship. According to Dressler (2007), Human resource management refers to the policies and practices involved in carrying out the human resources aspect of management position including human resource planning, job analysis, recruitment, selection, orientation, compensation, performance appraisal, training and development and labor relations. Human resource management is the organizational function that deals with issues related to people such as compensation, hiring, performance management, organization development, safety, wellness, benefits, employee motivation, communication, administration and training (Susan, 2012, as citied in Okoye & Ejiofor, 2013). Human resource management is also a strategic and comprehensive approach to managing people and the work place, culture and environment. Effective Human resource management enables employees to contribute effectively and productively to the overall company direction and the accomplishment of the organization‟s goal and objectives (Okoye & Ezejiofor, 2013). The critical nature of human resources in an organization as a factor of success or failure of management is put by Lickert (2005), as all the activities of any enterprise are initiated and determines by persons who make up the institution, plant, offices. Human resource management is composed of the policies, practices and system that influence employee‟s behavior, attitude and performance. Of all the task of management, managing the human component is the central and most important task. Training and Human Resource Development Programmes According to Thaker (2008), “training is an organized procedure by which people learn knowledge and skills for a definite purpose”. Tim and Brinkerhoff (2008) insist that human capital development represents the planned opportunity that is provided for training, education directed and planned experiences, and guided growth.
Training and development programmes can be divided into the following; 
(1) Academic training 
(2) On-the-job skills. 
(3) Off-the –job training 
(4) Professional training
2.2.4	On-the-Job Training 
This is a widely accepted method of developing workers used by most organizations. According to Obisi (1996), “old and experienced workmen perform much better in any organization when they undergo training and manpower development through on-the-job training programmes”. The advantage of this method is that it creates good working relationship because employees get to know each other better as well as the working environment. On the other hand, this method is disadvantageous in the sense that it could result to unorganized supervision, monotonous work and also using unqualified personnel for supervision when the qualified are undergoing the training. it includes ; Job rotation method, Committee Assignment, Temporary position, Programmed instruction, Simulation exercise method Etc
2.2.5	Off the Job Development Programmes 
Off the job training method are conducted in a place separate from the job environment , study material is supplied , there is full concentration on learning rather than performing and there is freedom of expression . This occurs when employees are taken away from their place of work to be trained. Off the job development techniques are equally also important while ones efficiency in higher level of organization is to be achieved(. Sowunmi, Eleyowo, Salako & Oketokun 2015). Examples include ; Classroom lectures method, Transactional analysis, E- training method, Out ward bound training method, Apprenticeship training method, Work shadowing method, Vestibule training method etc.
2.2.6	The Nigerian Banking Industry 
The Nigerian banking system has gone through process of development from the late19th century with expatriate banks forming the crop of banks to when indigenous banks started springing up. The deregulation and liberalization of the licensing of banks by December 1991 opened up the market to private participant. However, during the period of 1990 to 1994, the upheavals in the system, coupled with low capacity utilization in the industrial sector and the general economic recession and downturn, led to market and fortunes of banks to be depleted. The macro-economic policy reversal by the Federal Government of Nigeria through the 1994 Fiscal Budget worsened the already weak position of the banks, this led to the distressed of about 33% of the banks in 1994 (Yusuf, 2011). To save the situation, the CBN brought about a process of financial reform, restructuring and rationalization of banking institution, this brought the number of licensed banks to 111 by the end of 1997. With further amendments to the Central Bank Act and Banks and Other Financial Institutions Act in 1999, the CBN became better positioned to enhance the safety and soundness of the financial sector. The effectiveness of monetary and banking policies which, hitherto, had been constrained by the distress in the system, was assured. In order to ensure an adequate capital base for new banks, the minimum paid-up capital requirement was increased from N500 million to N1 billion. As a result of the recapitalization measures of the CBN most merchant banks converted to commercial banks. However, with the introduction of Universal Banking in 2001 where a single bank becomes a “multiple chain store” for financial services many banks now operates as Universal banks. The year 2005 became another significant year in the history of the Nigerian banking sector of the economy and the financial industry in particular. This year saw the implementation of yet another re-capitalization of commercial banks from N2billion to N25billion ( Soludo, 2007 as citied in Sowunmi, Eleyowo, Salako & Oketokun, 2015). The process brought about the reduction in the number of licensed banks from 89 to 25 as at January 1, 2006. This is as a result of the mergers and acquisition of some banks by bigger ones or absorption by their parent companies. Licensed banks in the country were later reduced to 24 with the merger of IBTC Chartered and Stanbic to form what is now Stanbic IBTC. In the period before the advent of New Generation banks the then big three (Union Bank, First Bank and UBA) sees bank employee as an apprenticeship where people with as low as primary school certificate are employed. This practice was checkmated with the coming of new generation banks that see the business of banking as a professional one, the employment of highly skilled individuals as bankers. Even more is their incentives that have resulted in the marketing of bank product and services which was hitherto not in existence. The drive by this new generation banks brought about aggressive marketing which led to the reduction in market shares of the big three except for First Bank, the big three lost their position to the new generation banks. Today with the acquisition of intercontinental bank by access bank, oceanic bank by eco bank, main street bank by skye bank and enterprise bank by heritage bank , there are 21 banks operating within the country ,18 commercial banks and three merchant banks , out of the 18 commercial Bank, 15 are quoted and their shares are actively traded on the floors of the Nigeria stock exchange. Three out of these commercial bank are privately held; namely heritage bank, citi bank and standard chartered bank . The three merchant banks currently operating in Nigeria since the reintroduction of merchant banking in the year 2010 includes FSDH merchant bank, Rand merchant bank and Coronation merchant bank. Listed below are the fifteen (15) quoted commercial banks in Nigeria
2.3	THEORETICAL FRAMEWORK 
The concept of human capital development can be discussed within the framework of three underlying theories; human capital theory, modernization theory, and value-added intellectual coefficient theory.
2.3.1	Human Capital Theory: 
The classical economists propounded that land, capital and labour are the basic factors of production, with labour being the term used for humans. This qualifies humans as a resource, that is, „principal‟ source of wealth or income of a country or institution (Chambers, 1996). Harbison (1973, as citied in Sowunmi, Eleyowo, Salako & Oketokun, 2015) , summarized the claims of this theory that human resources, not capital, income or material resources – constitute the ultimate basis for the wealth of nations. Thus while not denying the importance of other resources in the productive process; Human Capital theory assumes that human beings are the most important assets of a nation or organization. Man, potentially possesses limitless skill, knowledge and capabilities that can be developed, harnessed and managed to ensure national, sectoral or organizational survival and progress. Human capital theory rests on the assumption that formal education is highly instrumental and even necessary to improve the production capacity of a population. In short, the human capital theorists argue that an educated population is a productive population (Aliyu, Suhal & Suriyani, 2014).
Human Capital Theory shows how education leads to increase in performance and efficiency of workers by increasing the level of their cognitive skills. Theodore, Schultz, Gory Bucker and Jacob Mincer introduced the notion that people invest in education so as to increase their stock of human capabilities which can be formed by combining innate abilities with investment in human beings (Babalola, 2003). Examples of such investments include expenditure on education, on- the- job training, health, and nutrition etc. However, the stock of human capital increases in a period only when gross investment exceeds depreciation with the passage of time, with intense use or lack of use. The provision of education is seen as a productive investment in human capital, an investment which the proponents of human capital theory consider to be equally or even more equally worthwhile than that in physical capital.
2.2.2 The Modernization Theory
Historians have traced modernization theory„s intellectual lineage back to Aristotle (Cullather, 2002). Modernization theory is rooted in the research work of McClelland (1961), a social psychologist who attempts to explain the differences between societies in social and technological advancement. This theory focuses on how education transforms an individual‟s value, belief and behavior. Exposure to modernization institutions such as schools, factories, and mass media inculcate modern values and attitudes. The attitude includes openness to new idea, independences from traditional authorities, willingness to plan and calculate further exigencies and growing sense of personal and social efficacy. According to the modernization theorists, these normative and attitudinal changes continue throughout the life cycle, permanently altering the individual‟s relationship with the social structure. The greater the number of people exposed to modernization institutions, the greater the level of individual modernity attained by the society. Once a critical segment of a population changes in this way, the pace of society‟s modernization and economic development quickens. Thus, educational expansion through its effects on individual values and benefits sets in motion the necessary building blocks for a more productive workforce and a more sustained economic growth.
2.2.3	Value Added Intellectual Coefficient (VAICTM) 
This theory developed by Public (1997), is also found appropriate for the study of human capital and performance. It meets the basic requirements of contemporary economy indicating the real value and performance of a company, this is because value added has been reputed as the preferred measure of the wealth created by activities of a company. Pulic (1997) sees investment in human capital as the sum total of all expenditures incurred on the employees during the period, that is, the salaries and allowances. He also used Human Capital Efficiency to assess the efficiency achieved in the company from the investment in human capital. Human Capital Efficiency coefficient (HCE), is said to be measure by dividing Value Added by investment in human capital. This work was anchored on Human capital theory because the theory assumes that human beings are the most important assets of a nation or organization because man potentially possesses limitless skill, knowledge and capabilities that can be developed, harnessed and managed to ensure national, sectoral or organizational survival and progress.
2.4	Empirical Review 
Yusuf (2013), in his work “the relationship between human capital efficiency and financial performance: an empirical investigation of quoted Nigerian banks”. Two hypotheses Human capital efficiency has no significant impact on the EPS of Nigerian banks and Human capital efficiency has no significant impact on the ROE of Nigerian banks were tested. Secondary data from annual reports of banks were used from 2006-2010 . The study found that efficient utilisation of human capital does not have any significant impact on the return of equity of banks. Also the size of a bank has no significant impact on it return on equity, while the return on equity of banks cannot be predicted by human capital efficiency and size of the banks, but earnings per share (EPS) of the banks was found to be significant. In the work of Danjuma and Ajike (2016), titled “Human Capital Efficiency and Corporate Performance: The Nigerian Perspective “. The paper provides evidence of the impact of Human Capital Efficiency on Corporate Performance of industrial goods companies listed in the Nigerian Stock Exchange Market for a period of 6 years (2009-2014), the effect of Human Capital Efficiency on Performance was examined by applying the Human Capital component of the Value Added Intellectual Coefficient (VAIC) methodology. Multiple Linear regression models were used for analyzing the relationship between the variables of interest; Employees‟ growth (EG), Earnings per Share (EPS), Return on Assets (ROA), Human Capital Efficiency (HCE), lagged Human Capital Efficiency and Size of the firms. The finding survived a number of robustness check and the result indicates that there is positive significant relationship between Human Capital Efficiency on ROA and EPS, and an insignificant negative relationship between Human Capital Efficiency on Size, lagged Human Capital Efficiency and Number of Employee Growth. This study contributes to the existing Human Capital theories by revealing the Human Capital Efficiency of Industrial goods companies and its impact on Corporate Performance. The gap in this work was that the researcher did not show the data extracted from the individual industrial goods companies, he just showed data on the variable used for the study alone. According to Yusuf (2011), in his work “impact of human capital investment on the performance of Nigeria banks”.The study found that there is significant relationship between MPS and human capital investment; there is a significant relationship between BVS and human while there is no significant relation between EPS and human capital. The study also found that human capital investment has positive impact on the efficiency of banks‟ employee. Prosvirkina ( 2014), in his study” human resources effectiveness in the Russian banking industry” The researcher made use of secondary data . Based on the data available in financial statements of banks, published by the Central Bank of the Russian Federation, several indicators were calculated, including return on investment in human capital (HCROI), return on assets (ROA), return on equity (ROE) and productivity. The research has found statistically significant correlation between HCROI and all selected organizational performance indicators of banks in Russia. This empirical finding demonstrates that HR effectiveness influences the performance of banks in Russia. From the proceeding chapters, this study considered money invested on training programme as good as investment. How good this investment is, is usually measured in terms of the benefit that accrues from the training programme.
	For this reason, there is always the need for banks to assess training need to avoid waste of resource in terms of economic cost of using those resources terms of economic cost and social cost of using resources of training programme.
	 


CHAPTER THREE
METHODOLOGY
3.1	INTRODUCTION
Research methodology is the means of collecting and analyzing data necessary to help in solving the research problem so as to show the differences between the cost of obtaining various levels of accuracy and the expected value of the information associated with each level of accuracy.
IDOWU (2002) defines Research methodology as “the system of gathering and collecting necessary data on the relevant area of research study”. The data gathered will be processed to deduce concise information on the area of study or concern, that is, the impact of human capital asset, planning development on banks performance.
However, Abdullahi ( 1994) defines Research methodology as a procedure by which data are collected and analyzed in order to test hypothesis.
Nevertheless, research designs require specification procedure, which includes decision on what information to generate; the data collection method and the way data generated are analyzed.
3.2 RESEARCH DESIGN 
The research was carried out using the ex-post facto research design technique. This type of study is similar to experimental study in the sense that it seeks to establish cause-effect relationship but differs from it in that the researcher usually has no control over the variable of interest and therefore cannot manipulate them (Onyeizugbe,2012). The ex-post facto design is a quasi – experimental study examining how an independent variable, present prior to the study in the participants, affects a dependent variable.
3.3	POPULATION OF THE STUDY
	In the words of Eunice Asubiojo (2005) population is the group of people or objects the researcher is studying
	The population of the study is the Nigerian banking industry using United Bank as the case study. This includes all the 21 staff in the bank (eighteen(18) internal staff and three(3) external staff, out of the eighteen(18) internal staff ,three(3) are privately held) registered and quoted in Nigerian as at 2005, which was the year CBN introduced the mandatory N25Billion recapitalization requirement.
3.4	SAMPLE AND SAMPLING TECHNIQUE 
Sample refers to the selected members of the entire population in order to make inferences about the characteristics of the large population (Adefila, 2008). In this regard twelve (12) quoted internal staff in Union bank banks were selected using judgmental and simple random sampling method to represent the sample size to be covered.
3.5	SOURCE AND METHOD OF DATA COLLECTION
Data were gotten from the financial statement Position, Statement of Comprehensive Income and also from the Notes to the Accounts. The variables used for this research work were measured thus:
A) Human capital: Human capita return on investment (HCROI) was used as a proxy for measuring human capital, the formula is written as;

=	Profit After tax
	Personal Cost
Human capita return on investment 
B) Earnings per Share (EPS): figures of basic EPS were used, this was extracted from the statement of comprehensive income in the annual reports.
=	Net profit attributable to shareholders
	Average outstanding common share
Earnings per share
C)	Net profit Marcin	= Profit After Tax
				   Gross Income
D)	Return on Asset	=Total asset
				   Profit After Tax
E)	Return on equity	= Shareholder equity
These proxies were subjected to Simple Regression statistical techniques using SPSS version 20 software
3.6	INSTRUMENT FOR DATA COLLECTION	
In collection data during this project works both primary and secondary sources were consulted, and the main methods used to gather essential information (data) are, Questionnaire interview.
QUESTIONNAIRE METHOD
	This is described as especially design forms that contain carefully worded instruction and questions to collect information, data from the respondent (Aderaniyo, 2001).
	It can also be defined as a piece of paper containing question relating to the problem identify. It involves two parties and they are Researcher and Respondent.
3.6.1.	INTERVIEW METHOD
	MALE AJIBOYE (2012) defined interview as a face to face approach of the researcher and the respondent through which the respondent on verbal bases. There two type of interview they are called STRICTURED and UNSTRICTURED. However person interview goes beyond more matter of verbal interaction and discussion between the researcher  and respondents.
For a successful work the interview must possess communication skill in choosing the right word to pass across the intended question with the ability to persuade in unwilling respondent in order to increase the member of responses.
3.6.2		VALIDITY AND RELIABITY OF THE INSTRUMENT
	The completeness and appropriateness of the questionnaire is needed to be examined aid sanitized refer administration them globally to the respondents such that when eventually released the questionnaire are will its target aid generate authentic and reliable responses the two methods adopted in know as the best way of generating a reliable to generate the best result and draft a sensible conclusion.
3.6.3		DETERMINATION OF CRITICAL VALUE
	Degree of freedom dt (v) is giving by (r-1) (c-1) where
R= roll number and
C= column number
	The level of significance 5% or 0.05 or 0.95 degree of relevance.
FORMULAR FOR CHI-SQUARE TEST.
Where 	X = chi-square symbol computed
		O = Observable frequency
		X2 = (chi-square table) at determined / stipulated degree of freedom and level of significance
DECISION RULE
Reject Ho if X2 (> X2 t Accept Ho if X2 C< X2 t.)


3.7	TECHNIQUES FOR DATA ANALYSIS
	This is very essential in order to achieve the set objectives. In achieve our we have to make critical relationship with some.
Moreover, through their staff and lecturers, we are able to meet our target on the number of questionnaire distributed. Also through report it affordable in the opportunity, of exchanging veins with different caliber of personnel in the field.


CHAPTER FOUR
ANALYSIS AND DISCUSSION
4.1	INTRODUCTION
In this section of the research study, data obtained from field of investigation were presented and analyzed.
	The objective here capital asset and planning and development on banks performance has any contribution on the real sector and the general economic recession in Nigeria.
4.2.	RESEARCH FINDINGS AND INTERPRETATION (ANALYSIS)
	The analysis is based on 50 copies questionnaire administered oat of which 15 were not returned and the balance of 35 were not returned and the balance of 35 were worked on and processed. While the hypothesis earlier formulated provided our guide in this sample we are to concentrate on question 8-20 which are specifically on the personal data of the respondent because of time and space constraint.
PERSONAL BIODATA
SHOWING THE TOTAL NUMBER OF QUESTIONAIRE ADMINISTERED RETURN TO QUESTIONNAIRE.
TABLE 1
	OPTION Variable
	NO.OF QUESTIONNAIRE 
	PERCENTAGE

	Number received
	35
	70%

	Number un-received
	15
	30%

	Total 
	50
	100%


Source: questionnaire (sent to the public) 2025
	The table above shown that 50 copies of questionnaire were contributed, 35 were received (70%) while is were not received (30%)
TABLE 2 SEX DISTRIBUTIONS
	SEX
	NO.OF RESPONDENTSRE 
	PERCENTAGE %

	MALE
	17
	49%

	FEMALE
	18
	51%

	Total 
	35
	100%


SOURCE: field survey, 2025
Analysis: this shows that majority of the respondent of the questionnaire are female.
TABLE 3.	AGE DISTRIBUTION
	AGE
	NO.OF RESPONDENTS 
	PERCENTAGE

	Below 25 years
	13
	37%

	26-35years
	15
	43%

	36-50 years
	5
	14%

	51 and above
	2
	6%

	Total
	35
	100%


Source field survey, 2025
Analysis: the table above shows that 13 of the staff are 25 years, which represent 37%
TABLE 4: MARITAL STATUSES
	MARITAL STATUE
	NO.OF RESPONDENTSRE 
	PERCENTAGE

	SINGLE
	23
	66%

	MARRIED
	11
	31%

	DIVORCED
	1
	3%

	TOTAL
	35
	100%


Source: The Field Survey, 2025
ANALYSIS: the table above shows that 66% of the respondent are single while 31 are married and 30% divorced.
TABLE 5: QUALIFICATION DISTRIBUTION
	QUALIFICATION
	NO.OF RESPONENTS 
	PERCENTAGE

	OND
	14
	40%

	HND/BSC
	16
	46%

	OTHERS
	5
	14%

	TOTAL
	35
	100%


Source: Field Survey, 2025
ANALYSIS: the above table reveals that the percentages of respondents in the company with various qualifications are as follows: OND/NCE 40% HND/BSC is 46% while others are 14%
TABLE 6: STATUS DISTRIBUTION
	MARITAL STATUS
	NO.OF RESPONDENTS 
	PERCENTAGE

	Management STAFF
	7
	20%

	SENIOR STAFF
	12
	34%

	JUNIOR STAFF
	16
	46%

	TOTAL
	35
	100%


Source: Field Survey 2025
ANALYSIS: The above table shows that junior staff carrying out the majority of the activities in the department.


TABLE 7.	DISTRIBUTION OF DURATION OF SERVICE
TABLE 2 SEX DISTRIBUTIONS
	AGE
	NO.OF RESPONDENTSRE 
	PERCENTAGE %

	SINGLE
	25
	71%

	MARRIED
	8
	25%

	DIVORCE
	2
	6%

	TOTAL
	35
	100%


SOURCE: field survey, 2025
Analysis: the above shows that 71% are below 10years, 23% are below 11-20 year and above.
SECTION B
	The question in part B in the questionnaire will be tabulated and analyzed dividedly to closely the outcome of the researchers findings
TABLE 8: In your opinion can you say man power planning and development has been implemented properly by the banks.
TABLE 2 SEX DISTRIBUTIONS
	VARIABLE
	NO.OF RESPONDENTSRE 
	PERCENTAGE %

	Yes
	28
	80%

	No
	7
	20%

	Total 
	35
	100%


Source: Field Survey, 2025
Analysis: the table above shows that 80% agreed positively while 20% disagree.


TABLE 9: IS THERE ANY SET BANK IN MANPOWER PLANNING BY THE BANK
TABLE 2 SEX DISTRIBUTIONS
	VARIABLE
	NO.OF RESPONDENTSRE 
	PERCENTAGE %

	YES
	29
	80%

	NO
	7
	20%

	Total 
	35
	100%


SOURCE: field survey, 2025
ANALYSIS: This shows that majority of the respondents agree that with manpower planning, the was a set back by the bank.
TABLE 10: IN ANSWERING QUESTION 9 ARE THERE ANY EFFECT OF THIS ON BANKS PERFORMANCE?
	VARIABLE
	NO.OF RESPONDENTSRE 
	PERCENTAGE %

	YES
	30
	86%

	NO
	5
	14%

	Total 
	35
	100%


SOURCE: field survey, 2025
ANALYSIS: This shows that Most of he respondents agree that there is effect of this on bank’s performance.
 by the bank.


TABLE 11: IN YOUR OPINION, DOES EFFECTIVE MANPOWER PLANNING AND DEVELOPEMNT AND BANK PERFORMANCE
	VARIABLE
	NO.OF RESPONDENTSRE 
	PERCENTAGE %

	YES
	28
	80%

	NO
	7
	20%

	Total 
	35
	100%


SOURCE: field survey, 2025
ANALYSIS: This shows that majority of the respondents agree that with manpower development aids bank performances.
Table 12: IF YES TO QUESTION 11, TO WHAT EXTENT?
	VARIABLE
	NO.OF RESPONDENTSRE 
	PERCENTAGE %

	YES
	5
	14%

	NO
	30
	86%

	Total 
	35
	100%


SOURCE: field survey, 2025
ANALYSIS: This shows that majority of the respondents agree that effective.
TABLE 13: DOES TRAINING NECESSARY FOR THE DEVELOPMENT OF HUMAN RESOURCES IN THE BANK?
	VARIABLE
	NO.OF RESPONDENTSRE 
	PERCENTAGE %

	YES
	30
	86%

	NO
	5
	14%

	Total 
	35	
	100%


SOURCE: field survey, 2025
ANALYSIS: This shows that majority of the respondents agree that Training is necessary from the development of human resources in the banks
TABLE 14: DOES TRAINING INCREASE THE SKILLS AND KNOWLEDGE OF THE WORKERS?
	VARIABLE
	NO.OF RESPONDENTSRE 
	PERCENTAGE %

	YES
	28
	80%

	NO
	7
	20%

	Total 
	35
	100%


SOURCE: field survey, 2025
ANALYSIS: This shows that majority of the respondents agree that training increase the skill and knowledge of the workers.
TABLE 15: DOES OUTPUT OF SKILLED LABOUR AND IN THE PERFORMANCE OF BANKS?
	VARIABLE
	NO.OF RESPONDENTSRE 
	PERCENTAGE %

	YES
	26
	7480%

	NO
	9
	26%

	Total 
	35
	100%


SOURCE: field survey, 2025
ANALYSIS: The above table shows that majority of the respondents agree that output of skilled labour add to the performance of bank.
TABLE 16: DO YOU THINK THERE ARE SOME FACTORS THAT CAN AFFECT MANPOWER PLANNING IN BANKS.
	VARIABLE
	NO.OF RESPONDENTSRE 
	PERCENTAGE %

	YES
	25
	71%

	NO
	10
	29%

	Total 
	35
	100%


SOURCE: field survey, 2025
ANALYSIS: Those shows that majority of the respondents agree that there some factors that can affect manpower planning in bank.
TABLE 17: IN YOUR OPINION, CAN YOU SAY THAT MANPOWER PLANNING AND DEVELOPMENT THAT CARRIED OUT HAS IMPACTS ON BANKS PERFORMANCE.
	VARIABLE
	NO.OF RESPONDENTSRE 
	PERCENTAGE %

	YES
	25
	71%

	NO
	10
	29%

	Total 
	35
	100%


SOURCE: field survey, 2025
ANALYSIS: Those show that 71% of the respondents agree while 29% disagree.
TABLE 18: IN ANSWEREING QUESTION 17, IN WHAT EXTENT?
	VARIABLE
	NO.OF RESPONDENTSRE 
	PERCENTAGE %

	EFFECTIVELY
	27
	77%

	INEFFECTIVELY
	8
	25%

	Total 
	35
	100%


SOURCE: field survey, 2025
ANALYSIS: These shows that majority of the respondents agree that it is effective.   
TABLE 19: AN INADEQUATE RESOURCE POSTS ANY PROBLEM (S) OR HAS EFFECT OF BANK?
	VARIABLE
	NO.OF RESPONDENTSRE 
	PERCENTAGE %

	YES
	24
	69%

	NO
	11
	31%

	Total 
	35
	100%


SOURCE: field survey, 2025
ANALYSIS: The table above shows that 66% agree the positively while 31% disagree.
4.3	STATISTICAL ANALYSIS
	We are to test hypothesis of impact of asset planning and development in banks performance on the economy. The assumption is that, the recent high process and folding up of many small scale manufacturing industries is a direct of indirect consequence of capital Asset.
X2 (CHI-SQUARE)
A (Expected) = 35/2 (observed divided number of Rows)
=17.5
Oi (observed) = 35
	VARIABLE
	OI
	EI
	O-EI
	(OI-CI)2

	YES
	28
	17.5
	10.5
	110.25

	NO
	7
	17.5
	-10.5
	110.25

	TOTAL
	35
	35
	0
	220.5



X2 C = (OI-EI)
		EI
220.5 = 12.6
17.5
X2 C = 13
Degree of freedom df (4) = (r-1) (c-1)
= (2-1) (2-1)
=4=1
Level of significance = 5% or 0.95
X2t = 3.841
X2c = 13
DECISION RULE
Reject = Ho if X2 C1 < X2 t
Accept = Hi if X1 C < X2 t
Decision = X2C (13) > X2 t (4.841)
	Therefore, accept H1 ie. Manpower planning and development is a tool good performance in the banking industry.
4.5	HYPOTHESIS TO BE TESTED
We will analysis one hypothesis here for the purpose of illustration. The Null hypothesis is represented by Ho and Alternative hypothesis is Hi.
Ho: Manpower planning and development is not a tool for good performance in the banking industries.
Hi: Manpower planning and development is a tool for good performance in the banking industry.


CHAPTER FIVE
 SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1	SUMMARY
	Experience of human capital planning and development on bank performance has shown that economic down is not peculiar to Nigeria only.
	The success of any organization to a large extent depends on the effective management of the human capital and machineries. 
This problem of inadequate manpower had much impact on the banks. However, the impact of human capital asset planning and development has a relationship with economic performance.
This could be seen in term dos the economy as while and business various bank of which the questionnaire were distributed to.
5.2	CONCLUSION
	It is note worthy that there is nothing wrong with human capital asset planning and development in bank performances.
	But for now, contradiction, now representation, mis- implementation sevens to be prevalent amongst various planning units on impact of human capital asse4t planning development in bank performance will be affective in all ramifications of Nigerian undertaking.
5.3	RECOMMENDATION.
The following stand out from the study findings
i. Borrowed idea must be reserve to suit our peculiarities
ii. No matter how good manpower is, we must also look possibility of it successful implementation.
iii. Capital asset must be formulated and implementation with a long-run perspective.
Entrepreneur must while remaining innovation move inline with the dictates of economic realities and environment.
Government could not be the accuser and judge. Simultaneously government (federal and state) should divest their share holding in human capital asset and concentrate on bank performance.
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					Kwara State Polytechnic
Banking and Financial and 
Management Studies, Ilorin,
Kwara State.
P.M.B 1375 Ilorin
4th june, 2025.
The Manager
Union Bank Plc
Surlere Banch
Ilorin.  
QUESTIONNAIRE
This study is being undertaken in partial fulfillment of my ND in banking and finance. It involves a research on the “THE IMPACT HUMAN CAPITAL ASSET, PLANNING AND DEVELOPMENT ON BANK’S PERFORMANCE”
	The work is basically on academic exercise knowing the important of a research work of this you are requested to please respond honestly to the question as much as possible.
All information given shall be tested as confidential as possible and your anonymity is guaranteed.
	Thanks for your unreserved assistance.


Yours Faithfully
FOLORUNSHO BARAKAT OLUWAPELUMI
ND/23/BFN/PT/0074


QUESTIONNAIRE
THE IMPACT OF HUMAN CAPITAL ASSET, PLANNING AND DEVELOPMENT ON BANK’S PERFORMANCE
Kindly complete the question by putting letter x in the appropriate boxes and write in space provided.
SECTION A
PERSONAL INFORMATION
1. Name……………………………………………………
2. Department……………………………………
3. Marital Status: Single (   ) Married (    ) Divorced(    )
4. Gender: Male (    ) Female (     )
5. Religion: Muslim (     ) Christian (      )
6. Age Below: 25years (     )26-35 yrs(    ) 36-50 yrs (   ) 51and Above
7. Educational Qualification OND/NCE (   ) HND/BSE (    ) others (    )
8. Post Held Management Staff (     ) Senior Staff (     ) Junior Staff (    )
SECTION B
9. in your opinion can you say manpower planning and development has been implemented properly by the banks: yes (     ) No (    )
10. Are there any effect of this on banks performance: 	yes (    ) No (    )
11. Are there any set back in manpower planning by the banks yes (    ) No (    )
12. does effective manpower planning and development olds bank performance: yes (    ) No (    )
13. if yes to question 11, in what extent: yes (    ) No (   )
14. Does training necessary for the development of human resources in the bank: yes (    ) No (    )
15. does training increase the skills and knowledge of the workers: yes (    ) No (    )
16. Does out of skilled labour add to the performance of banks: yes (    ) No (    )
17. Can you say that manpower planning and development that carried out has impact on bank performance. yes (    ) No (    )
18. Can inadequate resources post any problem or have effect of bank: yes (    ) No (    )
