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[bookmark: _Toc161365476]ABSTRACT
This research is carried out on the impact of manpower planning on the development of an organization in Funakaye Local Government Area. However, the most important concern is to identify the impact of manpower in the organizational development of some factories of Funakaye LGA using Ashaka cement as case of study. This research has divided into five chapters. Chapter one which constitute the introduction, significance of study, research question. Chapter two looked into review of related literature. Chapter three which include research designed population and sampling and methods of data collection while chapter four was all about data analysis and presentation. Also Chapter five finally involved summary of finding recommendation, conclusion and suggestion on for further reading. This research will be of significance to both entrepreneurs as well as the companies in Funakaye LGA, Gombe State.
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[bookmark: _Toc161365477]CHAPTER ONE
[bookmark: _Toc161365478]1.0 INTRODUCTION
[bookmark: _Toc161365479]1.1     BACKGOUND OF THE STUDY
The role and importance of human resources in the long term 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 (2020) 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 through manpower skill.
[bookmark: _Toc161365480]1.2     STATEMENT OF PROBLEM
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 of relevance of organizational performance through training and factors hindering it then come up within recommendations which present solution to the problem at hand.
[bookmark: _Toc161365481]1.3     OBJECTIVE OF THE STUDY
The main objective of the study is to examine the manpower development policy in Funakaye Local Government as it affects the staff performance and retention specific objective include:
To ascertain the staff training policies and programmers in the organization
To ascertain if these training policies and programmers are consonant with the present organization needs.
To examine the effect of the training programmers on staff as it affects their skills experience and quality in general.
To examine the effect on staff performance retention as effective service delivery in the organization
To make suggestions as rewired with an view of ensuring a well
[bookmark: _Toc161365482]1.4     RESEARCH QUESTION
Manpower program in improved service delivery
Manpower training program adversely offices staff retention 
There is need for more and effective training program in the organization
Manpower program impacted well in employee job performance
[bookmark: _Toc161365483]1.5 RESEARCH HYPOTHESES
Lack of a clear-cut manpower development policy objective is responsible for ineffective manpower development
Ineffective effect on staff performance and retention as well as effective service delivery 
[bookmark: _Toc161365484]1.6     SCOPE OF THE STUDY
This research work is intended to cover the personal department of the  with a view to find out the impact of manpower development to the progress as a chose case study for the project work has it employees recruited from all states of the federation. Ashaka Cement is Building Products in Nigeria that focus on building materials business. Founded in 1974. They cover business area such as manufacturer, supplier, building material, cement and concrete material, Gombe State, Nigeria, aggregate, concrete and gypsum product, enable contractor, wholesaler, structure. Thus the study focuses on the data of establishment till date.
[bookmark: _Toc161365485]1.7     LIMITATIONS OF THE STUDY
The study was undertaken to assed the effectiveness of manpower development 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 sin 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.
[bookmark: _Toc161365486]1.8     DEFINITION OF RELEVANT TERMS
Manpower: this implied the total number of pensionable employee. 
Manpower development: an extensive definition of this concept has been done in chapter two (literature review) of this work. However in this study, manpower development implied the organization and co-ordination of knowledge skill experience and attitude of the staff of in view of making them perfect or professional in their various schedule or duty it is aimed at enhancing their ability for greater performance towards achieving the organizational objective.
Manpower development objective: Can be defined as those results that the training is intended to achieve effective training and development policy and programs implied the achievement of the purpose to which the training policy or programs in this work is effective if it is consonance with the needs of the individual staff and the organization a whole.
[bookmark: _Toc161365487]1.9     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 federal capital development Authority is imperative.
Although, some studies have been carried out (i.e., Bala, 2021 Danjuma 2022, Garba 2019, Sani, 2019) 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 in Funakaye Local Government is not exemption.


[bookmark: _Toc161365488]CHAPTER TWO
[bookmark: _Toc161365489]2.0 LITERATURE REVIEW 
[bookmark: _Toc161365490]2.1 REVIEW OF RELATED LITERATURE 
The most effective strategy to improve manpower productivity is to devout resources for its development. Manpower is an important asset organization can leverage on for success and gain competitive edge in the turbulence environment in which the organization operates. Human resources is a key player in actualization of organization goals, it combine others resources together to achieve organizational set goals.
Development of the organizational manpower is a dynamic and evolving practice
used to enhance organizational performance. Manpower development focused on turning out human resource that is needed for effective performance in the organization (Drucker, 2021). It focuses on equipping employees with new techniques that will enable them to perform effectively and efficiently (Lawal, 2019).
Emeti (2020) believes that performance should be measured since it helps to monitor employees and provide feedback information for management. Daleney and Huselid (2018) were of the opinion that organizational performance has to do with quality of service or product rendered, employees productivity and retention as well as the level at which the organization satisfies its customers. Bontis, Dragonetti, Jacobsen and Roos (2019) opined that, human resources of an organization have the capacity to bring innovative and creative ideas to the organization which is capable of bringing long term survival of the organization if well managed and motivated. Manpower is the basis of all resources use, it is the indispensable means of converting other resources to man kind’s use and benefits. So how well we employ and develop human resources skills is fundamental in deciding how much will accomplish as a nation, man power is plot of every human institution. The concept of manpower development emerged as a strategy to enhance the capacity of available employees in organization in order to improve performance and productivity.
Agwu and Ogiriki (2019) were of the opinion that manpower development is the integrated use of training and development to improve effectiveness in organization.
Different studies have been carried out to consider the effect of manpower development on organizational performance (Agwu and Ogiriki, 2014; Rizov and
Croucher, 2008; Shih, Chiang and Hsu, 2006; among others). Despite the establishment of these scholars that manpower development leads to increase in productivity and performance, managers still pay little or no attention to manpower development but focus more on other resource. This practice renders organizations in Nigeria ineffective. 
Egwunyenga (2019), observed that lack of manpower development results into maladministration and underperformance of the employees. Based on these assertions, it becomes pertinent to investigate the effect of manpower development.
[bookmark: _Toc161365491]2.2 THEORETICAL FRAMEWORK 
[bookmark: _Toc161365492]HUMAN CAPITAL THEORY
The study is based on Human Capital Theory. This theory was proposed by Schultz in the year 2020.The theory argues that a person’s formal education determines his or her earning power. Human capital theory holds that it is the key competences, skills, knowledge and abilities of the workforce that contributes to organisations competitive advantage. It focuses attention on resourcing, human resource development, and reward strategies and practices. According to Human Capital Theory, education is an investment because it is believed that it could potentially bestow private and social benefits. Human capital theorists believe that is relationship between education and earning power, which means, theoretically, that the more education one has, the more one can earn, and that the skills, knowledge and abilities that education provides can be transferred into the work in terms of productivity (Dae-bong, 2019). 
[bookmark: _Toc161365493]2.2.1 CONCEPT OF MANPOWER DEVELOPMENT
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.
Manpower Is intended to plan a range of activities and business workforce which can managers in the organization, and in cooperation and coordination with all organizational levels to identify, analyze, and assess and evaluate the need of the Organization of the labor force, which responds to the organization's aims and objectives related to the employees of the organization by short-term and medium strategies and long-term. 
Can also workforce planning is defined as the process of obtaining appropriate and sufficient numbers of qualified individuals to work in the right jobs at the right time, in order to ensure the organization of its tasks and duties efficiently and effectively the performance level, in addition to performed its role of economic and social, according to the surrounding environment, which is a sub-system of planning , in order to reach a balance between supply and demand on the labor force. 
[bookmark: _Toc161365494]2.2.2 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, 2018). 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, 2020).
Training and development involve improving the effectiveness of organizations and the individuals and teams within them. Training may be viewed as related to immediate changes in organizational effectiveness via organized instruction, while development is related to the progress of longer-term organizational and employee goals. While training and development technically have differing definitions, the two are oftentimes used interchangeably and/or together. Training and development have historically been topics within adult education and applied psychology but have within the last two decades become closely associated with human resources management, talent management, human resources development, instructional design, human factors, and knowledge management.
Aspects of training and development have been linked to ancient civilizations around the globe. Early training-related articles appeared in journals marketed to enslavers in the antebellum south, training approaches and philosophies were discussed extensively by Booker T. Washington. Early academic was publishing related to training included a 1918 article in the Journal of Applied Psychology. This article explored an undergraduate curriculum designed for applied psychologists. Training was also discussed in first handbook on adult education in 1934. World War II influenced the focus of applied psychology research to be on effectiveness of training programs, particularly in military contexts. By the 1960s and 70s, the field began developing theories and conducting theory-based research because up until that point, the field had been rooted in trial-and-error intervention research. This era also brought along the development of new training methods such as the use of computers, television, case studies, and role playing. The scope of training and development also expanded to include cross-cultural training, focus on the development of the individual employee, and the use of new organization development literature to frame training programs. The 1980s marked a shift to focus on how employees were receiving and implementing training programs, and encouraged the collection of data for evaluation purposes, particularly management training programs. The development piece of training and development became increasingly popular in the 1980s and 90s, with employees more frequently being influenced by the concept of "lifelong learning". It was in this decade that research revealing the impact and importance of fostering a training and development-positive culture (including management and co-worker) was first conducted. The turn of the century brought more research in topics such as team-training, for example cross-training. Cross-training emphasizes training in coworkers' responsibilities.
[bookmark: _Toc161365495]2.2.3 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.
[bookmark: _Toc161365496]2.2.4 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).
[bookmark: _Toc161365497]2.2.5 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.
[bookmark: _Toc161365498]2.2.6 ORGANISATIONAL PERFORMANCE
Performance of organisation depends on the knowledge and ability of its employees toward understanding the dynamism in the market. Brown (2020) 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 (2018) 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.
The history of performance is classified into six different subcategories. Various ideas and opinions on each of the performance subcategories are discussed in this part. A fairly clear statement on the concept of organizational performance was issued by Etzioni in which he believed that frequent assessments of organizations have been carried out in relation to the achievement or non-achievement of the set objectives and  goals.  However,  in  Etzioni’s  suggestion,  the  resources  that  an  organization  needs  to achieve  its objectives and aspirations were not taken into consideration. Some other researchers, such as Chandler and Thompson apparently nurtured an idea of organizational performance similar to that of Etzioni. 
Researchers like these argue that the ultimate criterion of organizational performance is its growth and long-term survival.  In other words, continuous improvement of organizational performance forms its vital objective. What these definitions had in common was the "effectiveness” or realization of the objective component of organizational performance.
In contrast, Lorsch has a different suggestion for measuring organizational performance based on two factors, i.e., good fit between the organization and its environments; and good fit between the organization and its individual contributors. Lorsh believed that the performance of an organization is expected to be more successful if there are efficient operations between the organization and its environment and its staff are content with and aspire to contribute to its success and development. 
However,  the  statements  of  Lawrence  and  Lorsch  do  not  answer  whether  there  is  confusion concurrently between the organization and its environment and between the organization and its staff, and in case of the existence of such a confusion, how the company is able to retrieve its workable balance. The arguments of the above researchers provided the organizational performance concept with a new dimension, i.e., "relevancy" (client satisfaction), despite its inability to resolve the discord in the concept. 
Some researchers believe that in the 1970s the concept of performance dealt with both organizational means and ends Performance is defined as the extent to which a company, as a social system with certain resources, is able to fulfill its goals without being obliged to incapacitate its resources and means or putting excessive strain on its employees. Lupton treated the concept of organizational performance in the most careful and explicit manner in comparison with other researchers in the same period. According to Lupton, in an effective organization, the productivity rate and levels of satisfaction and motivation of its members are high, while rates of turnover, costs, labour unrest are low or absent. However, according to Katz and Kahn the efficiency (ratio of outputs to input) and effectiveness of an organization were parallel, both vital components of the overall organizational performance, which can be assessed through maximizing the total returns of all kinds. In summary “effectiveness,” “efficiency,” and “relevancy” are three dimensions of organizational performance that have been used as common elements in the above-mentioned definitions. 
In the 1980s, performance is defined as the extent to which an organization, as a social system, could consider  both  its means  and  ends. This definition  is  in  line  with  the earlier  one  suggested  by Georgopoulos and Tannenbaum. Nevertheless, Cherrington defined organizational performance as a concept of success or effectiveness of an organization, and as an indication of the organizational manner that it is performing effectively to achieve its objectives successfully. 
In the following decade, the 1990s, Adam considered organizational performance as heavily dependent on the employees’ performance quality. He believed that in order to ensure a high quality organizational performance, it  is  vital  to have  regular exposure  of the  staff of  the company  to new  and up-to-date knowledge and skills, which would, in turn, help them keep up with the new changes happening in the market, and, ultimately, enhance the quality of organizational performance. In a "Note on Organizational 
 Effectiveness", Harrison and Freeman and Adam confirmed that an effective organization with high standard of performance level is the one that keeps its stakeholders’ (shareholders, customers, and its own) demands satisfied.  These definitions also support the “relevancy” dimension of organizational performance stated in the earlier definitions above. 
[bookmark: _Toc161365499]2.2.7 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.


[bookmark: _Toc161365500]CHAPTER THREE
[bookmark: _Toc161365501]RESEARCH METHODOLOGY
[bookmark: _Toc161365502]3.1 RESEARCH DESIGN
The design adopted for the research work is survey research design on the “impact of manpower on organizational performance and development” were put into consideration.
[bookmark: _Toc161365503]3.2 AREA OF THE STUDY 
The area covered for this research work is Ashaka Cement Plc, but limited to “impact of manpower on organizational performance and development” 
[bookmark: _Toc161365504]3.3 POPULATION OF THE STUDY
The population of the study comprised some selected staff of Ashaka Cement Plc.
[bookmark: _Toc161365505]3.4 THE SAMPLING TECHNIQUES
Owing to the facts that the population of the study is not large the researcher took all of them (respondents) that is, 24 staffs as respondents.
[bookmark: _Toc161365506]3.5 INSTRUMENT FOR DATA COLLECTION
The data for this research work were collected from one source, which is primary source; the questionnaires were distributed to the respondents (population of the study) and were collected on the spot after completion.

[bookmark: _Toc161365507]3.6 VALIDITY OF THE INSTRUMENT 
Validity of the instrument for this research work were validated by the project supervisor from the Business Education Department as well as other intellectuals in the department. 
[bookmark: _Toc161365508]3.7 RELIABILITY OF THE INSTRUMENT 
In this study, reliability was achieved by measuring consistent results from the respondents with specific attention to key issues related to working environment, secretary’s resentment of the effects of computer revolution in the office, the consistent results from respondent, make-up the reliability of this study.
[bookmark: _Toc161365509]3.8 METHOD OF DATA COLLECTION 
Quantitative methods of analysis was used by the researchers, it is one of the simple percentage formular in presenting and interpreting data (Likert).
[bookmark: _Toc95649879]

[bookmark: _Toc95649870][bookmark: _Toc161365510]CHAPTER FOUR
[bookmark: _Toc95649871][bookmark: _Toc161365511]4.1 PRESENTATION OF DATA AND ANALYSIS
In the chapter data were presented and analysis for purpose of this study. Forty (40) questionnaire were distributed and thirty-eight (38) were completed and returned. The remaining two (2) could not be retrieved as a result of logistics problems hence the final analysis would be based on the thirty-eight (38) questionnaire completed.
TABLE ONE: BIO-DATA
	SEX
	FREQUENCY
	PERCENTAGE

	MALE
	21
	55.3

	FEMALE
	17
	44.7

	MARITAL STATUS
	
	

	MARRIED
	19
	50

	SINGLE
	19
	50

	QUAUFICATON
	
	

	S.S.C.E
	5
	13.2

	N.C.E
	6
	15.8

	DIPLOMA
	11
	28.9

	H.N.D
	12
	31.6

	B.S.C
	4
	10.5

	WORKING EXPERIENCE
	
	

	1-3
	8
	21.1

	4-6
	11
	28.9

	7-9
	13
	34.2

	10 AND ABOVE
	6
	15.8


In table one above, sex indicates that 21 (55.3%) of the respondents are male while 17 (44.7%) are female respondents working Ashaka Cement Plc. Marital status above also indicate that 19(50% of the respondents are married while the other 19 (50%) are single. 
Qualification indicates that 5(13.2%) of the respondents are S.S.C.E holders, 6(15.8%) are NCE holders, 11(28.9%) of the respondents are diploma holders, 12(31.6%) are HND holders while 4(10.5%) are BSC holders. Working experience shows that 8(12.1%) have been working for the past 1-3 years and 11(28.9%) have also been working for the past 4-6 years while 13(34.2%) have been working for the past 7-9 years and the remaining 6(15.8%) have been working with the local government for the past 10 and more years.
TABLE TWO: Does manpower program improved service delivery in Ashaka Cement Plc?
	Responses
	Frequency
	Percentage

	Yes
	32
	84.2%

	No
	6
	15.8%

	Total 
	38
	100%



The above table two indicated that 32(84.2%) of the respondents agreed that manpower program improves service delivery in Ashaka Cement Plc while 6(15.8%) reported that manpower program did not improve service delivery in the organization.

TABLE THREE: Is manpower training program adversely offices staff retention in Ashaka Cement Plc?
	Responses 
	Frequency
	Percentage

	Yes
	13
	34.2%

	No
	25
	65.8%

	Total
	38
	100%


From table three above, it indicates that 13(34.2%) of the respondents agreed that manpower training program adversely offices staff retention while 25(65.8%) disagreed.

TABLE FOUR: Is there need for more and effective manpower training program in the organization?
	Responses 
	Frequency
	Percentage

	Yes
	14
	36.8%

	No
	24
	63.2

	Total
	38
	100%



Table four above it indicates that 24(63.2%)of the respondents said that there is a need for more and effective manpower training program in Ashaka Cement Plc while  14(36.8%) disagreed with the statement.

TABLE FIVE: Are you satisfied with the present manpower program in practicing your daily activities?
	Responses 
	Frequency
	Percentage

	Yes
	30
	78.9%

	No
	8
	21.1%

	Total
	38
	100%



From table five above, it indicates that 30(78.9%) of the respondents stated that they are satisfied with the manpower program in practicing their daily activities while 8(21.1%) indicated that they are not satisfied with the program in Ashaka Cement Plc.

TABLE SIX: Manpower program impacted well in employee job performance
	Responses 
	Frequency
	Percentage

	Yes
	33
	86.8%

	No
	5
	13.2%

	Total
	38
	100%



Table six above shows that 33(86.8%) of the respondents indicated that manpower program impacted well in employee job performance while 5(13.2%) of the respondents indicate that the program did not impacted well in the employee performance.

TABLE SEVEN: Does Effective performance and development in Ashaka Cement has concern with manpower program?
	Responses 
	Frequency
	Percentage

	Yes
	3
	7.9%

	No
	35
	92.1%

	Total
	38
	100%


From table seven above, it shows that 35(92.1%) agreed that effective performance of the organization has concern with manpower program while 3(7.9%) of the respondents did not agreed.
TABLE EIGHT: Did a researcher with this study (manpower) consult you before decision affecting you?
	Responses 
	Frequency
	Percentage

	Yes
	2
	5.3%

	No
	36
	94.7%

	Total
	38
	100%


From table eight above you will see that 36(94.7%) agreed that some researchers consulted them before decision affecting the organization, while 2(5.3%) disagreed
TABLE NINE: Manpower program is partially be regarded as a tool for good performance and development in Ashaka? 
	Responses 
	Frequency
	Percentage

	Yes
	20
	52.6%

	No
	18
	47.4%

	Total
	38
	100%


Table nine shows that 20 (52.6%) of the respondents agree that manpower program is partially be regarded as a tool for good performance in Ashaka Cement Plc while 18(47.4%) disagreed the statement.
TABLE TEN: Ashaka Cement Plc achieves their goals through manpower program?
	Responses 
	Frequency
	Percentage

	Yes
	32
	84.2%

	No
	6
	15.8%

	Total
	38
	100%



Table ten shows that 32 (84.2%) of the respondents said that Ashaka Cement achieves its goals through manpower program while 6(15.8%) said that the organization did not achieved it goals through manpower

TABLE ELEVEN: Goal achievement of Ashaka Cement Plc has no concern with manpower program? 	
	Responses 
	Frequency
	Percentage

	Yes
	2
	5.3%

	No
	36
	94.7%

	Total
	38
	100%


The table eleven above shows that 36(94.7%) agreed that goal achievements of Ashaka cement have concern with  manpower program, while 2(5.3%) of the respondents suggested that goal achievement has no concern with manpower program in the organization. 
[bookmark: _Toc95649872][bookmark: _Toc161365512]4.2 DISCUSSION OF FINDING.
The findings of the research work is discussed as follows. Therefore, with reference to tale ten (10) that test the goal achievement of Ashaka Cement Plc, the result shows that 82% agreed that the Ashaka Cement Plc achieved their goals via manpower program, this took the highest percentage. This shows that implementation of manpower program possessed good and paramount impact in the organizational performance and development in Ashakka Cement Plc. Also, effective performance and development have concern with manpower program in Ashaka cement Plc, with reference to table seven (7) above which shows the percentage of 92.1% out of hundred agreed with the statement. Nevertheless, table five (5) proves that staffs in Ashaka cement Plc are well satisfied with manpower program in fulfilling their daily activities. 

[bookmark: _Toc95649873][bookmark: _Toc161365513]CHAPTER FIVE
[bookmark: _Toc95649874][bookmark: _Toc161365514]SUMMARY, CONCLUSION AND RECOMMENDATION
[bookmark: _Toc95649875][bookmark: _Toc161365515]5.1 SUMMARY
From the proceeding chapter one have been able to see the manpower program in organizational performance and development. This aspect of the essay tends to give a summary of the general overview of the study. The first chapter presents the introduction of the topic of manpower program, statement of the research problem of study, significance of the study, research question, aims and objective of the study and definition of terms. In addition one was able to see the need for this topic due to its prominent role to the survival of the organization.
In chapter two, literature review which has been critically reviewed at the conceptual view of manpower program, that is the history of manpower, as well as the theoretical framework of program.
While the third chapter of the study consists of sample frame method of data analysis. Chapter four consists the presentation of data and its discussion of the result. Finally the fifth chapter of the study, the final which consist of summary, conclusion and recommendation of the project under study, the chapter and with bibliography which consist of the list of book consulted during the study. Performance and organization is likely to be high priority items for most organization over the coming decade. Many of us will be actively involved in being ‘improved’ and in doing the ‘improving’ of others.
[bookmark: _Toc161365516]5.2 CONCLUSION
The result from the study shows that manpower development variables used in the study has effect on organizational performance .Thus, judging from the findings of this study, the ability of any organization to improve on its career advancement, off-the –jobtraining and on-the –job-training will significantly improve organizational performance.
Based on the hypotheses that were tested in the study, the study concludes that manpower development has positive impact on organizational performance. From the findings and subsequent conclusion of the study, it is important that organizations that wish to improve performance through manpower development.
[bookmark: _Toc161365517]5.3 RECOMMENDATION
a) The firms must continually provide for improvement of employee career through advancement and secure a link to business performance.
b) Provision should be make for adequate on-the-job- training. This has potentials of contributing to the performance of the organization
c) Off-the- job-training should enhance in the organization in order to ensure a befitting organizational performance.
d) Organizations should set aside, separate budget that will cater for manpower development.
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[bookmark: _Toc161365519]APPENDIX I
Muhammadu Kwairanga College  of Management, Science and Technology Bajoga
P.M.B 01170
Funakaye Local Government Area, 
Gombe, Gombe State,
03/02/2024

Dear respondent, 

We are final year students of the above address, conducting a research on “The impact of manpower on organizational performance and development (a case study of Ashaka Cement Plc). The questionnaire is part of the research which is being undertaken in partial fulfillment for the award of National Diploma in Business Administration. Therefore, any information supplied by you will be used to enhance manpower performance in the organization.

Yours faithfully,

[bookmark: _Toc95649880][bookmark: _Toc161365520]APPENDIX II
[bookmark: _Toc161365521]QUESTIONNAIRE
INSTRUCTION: Please tick {    } as your responses appropriately.
SECTION A: Demographic information.
1. Sex 		M {   } 		F {   }
2. Marital status 	Married {   }	Single {   }
3. Qualification:	SSCE 	{   }		
Diploma 	{   }
NCE 	{   }
HND 	{   }
BSC 		{   }
Others, Specify: ………………………
4. How long have you been working in the local government?
a. 1-3 years 	{   }
b. 4-6 years	{   }
c. 7-9 years	{   }
d. 10 and above {   }
SECTION B: Manpower on organizational performance & development.
5. Does manpower program improved service delivery in Ashaka Cement Plc?
YES {   }	 NO {   }
6. Is manpower training program adversely offices staff retention in Ashaka Cement Plc?
YES {   }	 NO {   }
7. Is there need for more and effective manpower training program in the organization?
YES {   }	 NO {   }
8. Are you satisfied with the present manpower program in practicing your daily activities?	
YES {   }	 NO {   }
9. Manpower program impacted well in employee job performance
YES {   }	 NO {   }
10. Does Effective performance and development in Ashaka Cement has no concern with manpower program? 
YES {   }	 NO {   }
11. Did a researcher with this study (manpower) consult you before decision affecting you? 
YES {   }	 NO {   }
12. Manpower program is partially be regarded as a tool for good performance and development in Ashaka? 
YES {   }	 NO {   }
13. Ashaka Cement Plc achieves their goals through manpower program?
YES {   }	 NO {   }
14. Goal achievement of Ashaka Cement Plc has no concern with manpower? 	
YES {   }	 NO {   }
