THE IMPACT OF MANPOWER DEVELOPMENT IN INSURANCE INDUSTRY


[bookmark: _GoBack]ABSTRACT
This research study is an attempt to X-ray and given an indepth analysis of the importance and effectiveness of training programmes in Niger Insurance Plc. Training is a vital and necessary activity in all organization, it plays a large part in determination, it plays a large part in determining the effectiveness and efficiency of the organization. Therefore, every organization should continually train its employees for attainment of its goals and objectives. For the purpose of this research of the researcher made use of data collected through primary and secondary sources primary data were collected by the researcher himself directly from oriental insurance of Nigeria, Plc through oral interview and questionnaire. In addition, the data collected were analysed. In analyzing the data were first presented in tables and them interpreted and analysed graph were also used in some curses to demonstrate result. The finding disclose that training programmes are available and that every employees benefits from the programme in the company. Thus, in conclusion the researcher emphasizes the need for continuous training of employees.


CHAPTER ONE
INTRODUCTION
1.1 BACKGROUND OF THE STUDY
The importance of human resources in an organization cannot be over-emphasized. Every organization cannot depend more on this resources for attainment of its objectives. However, the objectives cannot be achieved unless the organization is made up of the employees who have skills, knowledge and abilities to work. Although employees may have the abilities, skills and knowledge but in the long run, they may find it very difficult to cope with their jobs due to many factors such as organization charges, job charges, technological changes and so on.
Therefore management involves manpower training and development as one of its various activities. When workers are employed they are due for retirement but they are being trained in order to increase their abilities, skills and knowledge.
Experience has shown that may employees have failed in organization because their need for training was not identified or provide for as an indisperiable part of management function. However, employees are not just trained for their own benefits only, but the organization manpower training program is a very important activity management afford to miss because of its various objectives. A lot of reasons explain why organization carryout manpower training.
These include:
·   To improve the quality of output
·   To improve the quantity of output
·   To lower the costs of waste and equipment maintenance
·   To prevent turnover, absention and increase employees job satisfaction
·   To prevent employees absolence
Considering the benefits of manpower training mentioned above, one is forced to stay that manpower training is indispensably necessary for attainment of organizational goals. A substantial amount of money is needed for his program but it is regarded as money well invested because of its various benefits.
Infacts the importance of manpower training cannot be over emphasized. It pays a lay part in determining the effectiveness and efficiency of the organization.
HISTORICAL BACKGROUND OF NIGER INSURANCE PLC
Niger Insurance Pc was granted and licensed by the federal minister of finance with the authority of the president in council on 12th June, 1987, The oriental insurance started full operation with share capital of twenty is full indigenous. It is owned by Nigerian citizens, associations, Anambra State Government, Enugu State Government and Ebonyi State Government.
1.2  STATEMENT OF THE PROBLEMS
Some organization performs better than others; training of manpower is not considered necessary. Organization training some category of employees. Manpower training have really effected oriental insurance company achieve its goal.
Selecting of worker to be training of worker trained are normally done by the management.
The head office of the oriented insurance is located at a city. The oriental insurance is located at a city. The oriented insurance is controlled by Board of Directors.
The Board of Directors is made up of eight members, However, the day to day management of the bank is in the hands of the management. For now the oriental insurance has branches in Enugu, Onitsha, too at Lagos, Nnewi and Aba. However, more branches are being planed for Kano and other major cities in Nigeria. The branches are headed by branch manager.
1.3  OBJECTIVES OF THE STUDY
Following the problem already stated above it is the objectives of this research to determine the following.
1.    To deter find out the effect of training excises on the employees in the financial institutution with particular to oriental insurance.
2.    To assess category of employee who benefit and often.
3.    To asses the performance of employees who have been trained
4.    To the benefited from manpower training program.
5.    To determine the training needs of employee of oriental insurance.
6.    To find out whether employees and encouraged to attend these training programs and ways they are being encouraged. Finally the researcher would recommendation that would be useful the company in planning and execution of training program.
1.4  RESEARCH Questions
1.    Does Niger insurance engage in any form of employee training?
2.    Dos manpower training exercise affect employee in financial institutions?
3.    Does Niger insurance benefited from categories of training offered by financial institution.
4.    Does the employee encourages about this training progamme?
1.5  SIGNIFICANCE OF STUDY
For the manpower programme to be effective, its objectives, benefits and processes most be clearly understood from a utility ration stand point.
Therefore, if properly done, it will be used as a means of increasing effectiveness and efficiency of workers for attainment of the organizational goals.
Thus, the finding and recommendation to be made from this study will be very useful to the students of insurance department and others in the related field. Who would head personnel departments of various organization.
The study will also be useful to the institution in terms of implementation and subsequent research by the institution management it will also be very useful to both students and researchers who will do a related research on manpower training and other topics on human resources management.
1.6  SCOPE AND LIMITATION OF THE STUDY
In carry out this research, the researcher encountered numerous problem, but it is the intention of the researcher to maintain just very few problems that affected this research work.
(a)   Finance: Finance was the greatest difficulties the researcher encountered in writing this research, so it because necessary for the researcher to limit his spending in the project to the size of his meager purse.
(b)   Time: Time was also another problem that affected this research. The research was just one of courses that need equal attention of the researcher. Period of normal lectures and other assignment share the same term with the researcher yet it is no exaggeration to say that more than 30 percent of the available for the researchers studies was spent on this work. The researcher missed wordier to keep appointment connected with this research.
(c)   Respondent: Although the researcher got a good percentage of responses to this questionnaires, it was not easy for the researcher to convince them.
The researcher also tried as much as possible to establish cordial relationship with the public relation officer, senior manager (personnel) and other personnels is the company in order to get concrete information from them.
1.7  DEFINITION OF OPERATION TERMS
1.    Development: Deals with the activities undertaken to expose an employees to perform additional duties and assume positions of importance in the organizational hierarchy.
2.    Effectiveness: Producing the result that is wanted or intended.
3.    Efficiency: The quality of doing something well with no waste of time or money.
4.    Manpower: All employees in an organization from chief executives officer down.
5.    Organization: An economic establishment set up with the aim of maximizing profit.
6.    Productivity: A measurement of the efficiency of production, a ratio of output to input let 10 units per man hours.
7.    Training: The process of learning the skills that you need to do a job.
8.    Evaluation: The weighing of an individuals fitness for a job in term of the job duties of requirement.
9.    Respondent: They are those that give response questionnaire being set to them by researcher.
10.  Absorbance: The process of becoming obsolete, paving in to discuss becoming out of date.


CHAPTER TWO 
LITERATURE REVIEW AND THEORETICAL FRAMEWORK 
2.1  Introduction 
This chapter deals with the review of related literature on the topic of the study. The review embraces information in journals, magazines, text books, internet, etc. 
Specifically, the review covers the following sub-headings: Empirical and Academic Review, Types of Training Scheme Available for Employees, Impact of Training on the 
Productivity of Employees and Theoretical Framework 
2.2 Literature Review 
Until recently there has been a general resistance to investment of training in the public service because of the believe that “Employees hired under a meut system must be presumed to be qualified, that they were already trained for their jobs and that if this was not so it was evidence that initial selection of personal was at fault.’’(Stahl, 1976). This assumption has been jettisoned as the need for training became obvious both in the private and the public sectors. 
Many organizations have come to recognize that training offers a way of developing skills, enhancing productivity and quality of work, and building worker loyalty to the firm (http://www.bls.gov/oco/ocos 021.htm). They have seen for themselves that training is where skills are developed, attitudes are changed, ideas evolve and the organization is reinvented. In the course of learning the skills that will increase sales, build effective teams, improve quality standards or meet a wide range of other objectives, employees create a new organizational culture (Babaita, 2010). 
Training means investing in people to enable them to perform better and to empower them to make the best use of their natural abilities for overall effectiveness and efficiency of an organization. An organization is seen to be effective and efficient if there is demonstrable increase in productivity (Goldstem and Gillian, 1990; Ranft and Lord, 2000; Daniels, 2003; Babaita, 2010). There is need for continual training and retraining especially with the impact of rapid technological changes on existing skills and jobs. From the literature review, the employees are seen as an indispensable group in the entire office in the labor markets; hence the training given to them is such that assists an individual to be occupationally competent by providing him with learning experiences that will help him develop skills and ability for making sound decisions. 
There are numerous problems (funding, lack of training facilities, lack of manpower, etc.) which have continued to affect the training of employees thereby hampering their optimal productivity (Iwuoha, 2009). Despite the recognition of importance of training by management experts and government in white papers on various reforms in Nigeria, the experience of manpower (staff) training and development (Okotoni and Erero, 2005) in the Nigerian public service has been more of ruse and waste. 
A study carried out by Okotoni and Erero (2005), on the topic titled “Manpower Training and Development in the Nigerian Public Service” aimed at identifying the experience of Nigerian public services on manpower training and development with view to understanding the problems being faced. The researchers found out that training and development helps to ensure that organizational members possess the knowledge and skills they needed to perform their job effectively, taken on new responsibilities, and adapt to changing conditions. They also found that the experience of manpower training and development in the Nigerian public service has been more of ruse and waste. They recommended that the government should avoid the use of quack consultants in training the public servants.  
In another study carried out by Iwuoha (2009) on the topic titled “Impact of 
Training and Development Programmes on Secretaries Productivity in selected Business Organization in Owerri” aimed at identifying the adequacy of development programme provided to the secretaries in the selected business organizations in Owerri. The researcher employed a survey research design. The population of the study was 50 respondents using simple random sampling technique, while questionnaire was used for data collection and mean scores for data analysis. It was found that development programmes were adequately provided for the secretaries by the management of these organizations in such areas as seminar, conferences, workshops, etc. The researcher recommended that the secretaries should be given periodic leave with full pay to fully acquaint them with the latest skills.  
Also, Igwegbe (2009) carried out a study titled “The Role of Management (Employers) in Human Capital Development” focused on the role of management as employers of labor in the development of human capital. Igwegbe found that human capital development is inevitable and the need for the entire work force to be at home with modern information and technology (ICT) in line with global trends if organizations must remain relevant in the world today.  
Babaita (2010) in a study titled “Productivity as a driving force for investment in training and management development in the banking industry” sought to determine if productivity is a driving force for investment in training and management development in the banking industry in Nigeria. The population was made up of 320 old and new generation banks. Simple random sampling techniques were used. The study relied on both qualitative and quantitative analysis of data. Babaita found that productivity is really one of the driving forces for investment in training and management development. He recommended that it is vital that managers, senior executive, as well as all employees receive training.  
The researcher observed from the above studies that none of the scholars (researchers) looked at the impacts of training and development on the programmes of employees rather they concentrated their studies on the management and development of human resources in an organization. This is the essence of this study. 
In a study carried out by Iwuoha (2009), the respondents were limited in scope in terms of sample size thus underscoring the need for a more comprehensive research on the subject. For instance, instead of using a total number of reasonable respondents say 100 respondents, the researcher used fewer sample size of 50 which was not up to 60% of the entire population. 
Furthermore, Okotoni and Erero (2005) found that training and development assists to ensure that organizational members possess knowledge and skills they needed to perform their job effectively, take on new responsibilities, and adapt to business challenges. They, however, recommended that government should avoid the use of quack consultants in training the public servants. On the other hand, they did not recommend the ways of avoiding ruse and waste in the Nigerian Public Service. It did not occur to them that actions are in words but not in implantations. Looking critically at the general guiding principles they appear excellent in theory, but the practice side is problem. 
Finally, all the studies reviewed were contaminated in one way or the other. Therefore, no known scholar to the researcher has related implications of training and development on the programmes of employees. Hence, this is essence of this research work. 
2.2.1 HUMAN RESOURCE TRAINING AND DEVELOPMENT 
Training and development falls under HRD function which has been argued to be an important function of HRM (Weil & Woodall 2005). 
A. Training 
As one of the major functions within HRM, training has for long been recognized and thus attracted great research attention by academic writers (see e.g. Gordon 1992, Beardwell, Holden&Claydon 2004). This has yielded into a variety of definitions of training. For example, Gordon (1992, 235) defines training as the planned and systematic modification of behavior through learning events, activities and programs which result in the participants achieving the levels of knowledge, skills, competencies and abilities to carry out their work effectively. 
It is worth nothing that, as researchers continue with their quest into the training research area, they also continue their arguments into its importance. Some of these researchers argue that the recognition of the importance of training in recent years has been heavily influenced by the intensification of competition and the relative success of organizations where investment in employee development is considerably emphasized (Beardwell et al. 2004). Related to the above, Beardwell et al. (2004) add that technological developments and organizational change have gradually led some employers to the realization that success relies on the skills and abilities of their employees, thus a need for considerable and continuous investment in training and development. 
B. Benefits of training 
The main purpose of training is to acquire and improve knowledge, skills and attitudes towards work related tasks. It is one of the most important potential motivators which can lead to both short-term and long-term benefits for individuals and organizations. There are so many benefits associated with training. Cole (2001) summarizes these benefits as below: 
1)High morale – employees who receive training have increased confidence and motivations; 
2)Lower cost of production – training eliminates risks because trained personnel are able to make better and economic use of material and equipment thereby reducing and avoiding waste; 
3)Lower turnover – training brings a sense of security at the workplace which in turn reduces labor turnover and absenteeism is avoided; 
4)Change management – training helps to manage change by increasing the understanding and involvement of employees in the change process and also provides the skills and abilities needed to adjust to new situations; 
5)Provide recognition, enhanced responsibility and the possibility of increased pay and promotion; 
6)Help to improve the availability and quality of staff. 
C. 	Human Resource training needs 
According to Wognum (2001, 408), training and development needs may occur at three organizational levels namely; (1) strategic level where needs are determined by top management while considering organizations goals, mission, strategy and problems, which need to be resolved or fixed (2) tactical level where needs are determined with middle management while considering developments needs to the coordination and cooperation between organization units and (3) operational level where needs are determined with lower executive management and other employees while considering problems related to operations such as performance problems of individual workers and departments in subject. In order to enable an organization formulate human resource training and development goals that will enable both formal and informal human resource training and development methods and programmes create a workforce that enables effectiveness and competitiveness, it is worth giving consideration to, providing proper coordination as well as proper incorporation of the needs within the three levels The first issue is to identify the needs relevant to the organizations objectives. According to Wognum (2001) and Torrington et al. (2005), there are three categories of identifying training and development needs. These include: resolving problems, this focuses on workers’ performance, improving certain working practices, this focuses on improvement regardless of the performance problems and changing or renewing the organization situation, which may arise because of innovations or changes in strategy. The above are summarized in Table 1 below. It is worth putting in mind that during the identification of training needs, there is need to create, develop, maintain and improve any systems relevant in contributing to the availability of people with required skills. Moreover, training programmes should be designed to carter for the different needs. Further still, the training programme, content and the trainees' chosen depend on the objectives of the training programme (Milkovic& Bordereau 2003). 
A number of approaches have been highlighted in previous literature for identifying needs (Edmond & Noon 2001; Torrington et al. 2005). These are the problem-centred (performance gap) and profile comparison (changes and skills) approaches. Similarly, a number of approaches for analyzing training needs depending or either new or current employees have been pointed out by earlier studies (see e.g. Torrington et al. 2005, 390 – 392). The two most traditional approaches being the problem centered approach and the profile comparison approach. The problem centred approach focuses on any performance difficulties and the corporation analyses if the problems are due to insufficient skills, which then need to be developed if the problem is to be solved. Profile comparison approach on the other hand focuses on matching the competencies with the job filled, whether new position or existing position. Some changes in strategy and technology may also bring the need for new or additional skills. 
D. 	Types of Training 
There are various methods of training which can be used to effect training. The particular training method used depends on time, cost, effort instructor’s preference, number of trainees, depth of knowledge needed, background of the trainees, etc (Igwegbe, 2009). There are many approaches to training, but the researcher will concentrate more on the types of training commonly used in today’s organization. Such as on-the-job, skills, retraining, cross functional, team, creativity, literacy, diversity, crisis and customer services training. Others according to Okotoni (1997) are; orientation/induction course, in-house-training, workshops, seminars, conferences (offthe-job-training) off-the-job pupilage training. 
On the other hand, Halim and Ali (1988) categorized training into two types; preserving and in-service training. To them, pre service training is more academic in nature and is offered by formal institutions following definite curricula and syllabuses for a certain duration to offer a formal degree or diploma. While in-service training, on the other hand, is offered by the organization from time to time for the development of skills and knowledge of the incumbents. The researcher will concentrate on the inservice training hence the study centered on this subject. In service training include; induction/orientation, foundation, maintenance or refresher, career or development 
training.  
1. Off-The-Pupilage Training Programmes: These are for officers in administration, accounts, co-operatives, engineering departments who are trained in recognized higher institutions of higher learning. They are long-term training programmes.  
2 Induction/Orientation Training: Is given immediately after employment to introduce the new extension staff members to their position. Foundation Training: is appropriate for newly recruited personnel, every staff member needs some professional knowledge about various rules and regulations of the government, financial transaction, administrative capability, communication skills, report writing, leadership ability, etc. 3 Maintenance/Refresher Training: this keeps specialists, administrators, accountants, supervisors and frontline workers updated and enables them add to the knowledge and skills they have already. 
4Career or Development Training: is designed to upgrade the knowledge, skills and ability of employees to help them assumed greater responsibility in higher positions. This is departmentally arranged. On-the-Job-training: is ad hoc or regularly scheduled training such as fortnightly training under the training and visit (T&V) system of extension for superior officer or the subject-matter specialists to the subordinate field 
staff.  
5Off-the-Job Training Programmes:- are refresher’s courses involving officers in the management cadre such as administrative officers, accountants and professionals. The training is usually a short term programme like 3-5 days. No matter the type of training involved, the fundamental aim of training is to assist the organization achieves its purpose by adding value to its key resource such as people it employs.  
6Formal training courses and development programmes:- These are a number of methods which may be used to develop the skills required within an organization. These course and programmes are usually a set of defined and known programmes where the contents, durations and all the details about the training are clear to both the organization and the personnel to be trained. Unlike informal trainings and programmes, formal training and programmes can be planned earlier and also plan for their evaluation. Employees may undertake these courses and programmes while completely off work for a certain duration of time or alternatively be present for work on a part-time basis. These programmes can be held within the organization (in-house) or off the job. Off the job is argued to be more effective since employees are away from work place and their concentration is fully at training. Depending on the knowledge needed, organization’s structure and policies, the trainers too may be coming within the corporation or outside the organization. 
7. Conditions for Achieving Training and Development:- The success of any training and management development program is not determined by modern facilities, huge expenditure on equipment, abundant administrators on the ground and the fat budget for the program but rather on its outcome and the building of a team of competent, well-motivated work force that is able to cope with current and future organizational challenges and achieve their desired goal. The designers and implementers of the program should be familiar with basic adult training principles and other conditions for achieving success for learning and its transfer. Specifically, the following conditions should be complied with; 
i) Conducive environment: This should be created for the mangers to transfer their new skills and techniques acquired from the development program to their job. The development cannot be effective if the new ideas and techniques conflict with existing norms, values, beliefs and customs (Fleishman, 1967).  
ii) Support of top management: The progam should receive the support of top management with adequate budget for it. 
iii) Repetition: Training should be arranged frequently and repeatedly for employees requiring crucial skills and techniques. 
iv) Participation trainees: Could be inspired through their active participation in the process. Very lengthy lectures that could get trainees bored should be avoided. 
v) Emphasis on objectives and needs: The developmental needs of the organization must be clearly stated in the objective and the program should reflect the needs spelling out the skills required to fulfill job responsibilities. 
vi) Organization: Training should be properly arranged so that the material presentation of segments is in sequence, building on one another. This eliminates gaps, contradictions or ambiguities in the program. 
vii) Motivation prospective: Trainees may not want to participate in a training proposed for them. They may see it as waste of time. They should be motivated by letting them know the personal and organizational benefits like promotion and improved performance they stand to gain from the training. 
viii) Feedback: There should be close communication between trainer and trainee because it helps the feedback process and employees/learners would want to 
know their progress vis- a-vis the objectives of the training course they went through. 
ix) Co-operation between the three main stakeholders: There should be co-operation among the organization, the supervisor and the manager for the management development exercise to succeed. The organization provides the resources and the environment, including paid courses and seminars, and the supervisor creates the awareness and the encouragement for the managers to take advantage of the development. The managers on their part feel sufficiently motivated by the expected goals. 
x) Inclusive of all managers: Management development should not be restricted to only the supervisory personnel but to include all managers in the organization to strengthen the managerial skills of or for management and executive 
professionals. 
2.2.2 Employee performance 
Employee performance is normally looked at in terms of outcomes. However, it can also be looked at in terms of behavior (Armstrong 2000). Kenney et al. (1992) stated that employee's performance is measured against the performance standards set by the organization. There are a number of measures that can be taken into consideration when measuring performance for example using of productivity, efficiency, effectiveness, quality and profitability measures (Ahuja 1992) as briefly explained hereafter. Profitability is the ability to earn profits consistently over a period of time. It is expressed as the ratio of gross profit to sales or return on capital employed (Wood &Stangster 2002).  
1.Efficiency and effectiveness - efficiency is the ability to produce the desired outcomes by using as minimal resources as possible while effectiveness is the ability of employees to meet the desired objectives or target (Stoner 1996). Productivity is expressed as a ratio of output to that of input (Stoner, Freeman and Gilbert Jr 1995). It is a measure of how the individual, organization and industry converts input resources into goods and services. The measure of how much output is produced per unit of resources employed (Lipsey 1989). Quality is the characteristic of products or services that bear an ability to satisfy the stated or implied needs (Kotler& Armstrong 2002). It is increasingly achieving better products and services at a progressively more competitive price (Stoner 1996). 
As noted by Draft (1988), it is the responsibility of the company managers to ensure that the organizations strive to and thus achieve high performance levels. This therefore implies that managers have to set the desired levels of performance for any periods in question. This they can do by for example setting goals and standards against which individual performance can be measured. Companies ensure that their employees are contributing to producing high quality products and/or services through the process of employee performance management.  
This management process encourages employees to get involved in planning for the company, and therefore participates by having a role in the entire process thus creating motivation for high performance levels. It is important to note that performance management includes activities that ensure that organizational goals are being consistently met in an effective and efficient manner. 
Performance management can focus on performance of the employees, a department, processes to build a service, etc. Earlier research on productivity of workers has showed that employees who are satisfied with their job will have higher job performance, and thus supreme job retention, than those who are not happy with their jobs (Landy 1985). Further still, Kinicki&Kreitner (2007) document that employee performance is higher in happy and satisfied workers and the management find it easy to motivate high performers to attain firm targets. 
2.2.3 Effect of Training on performance 
In the real world, organizational growth and development is affected by a number of factors. In light with the present research during the development of organizations, employee training plays a vital role in improving performance as well as increasing productivity. An organization is seen to be effective and efficient if there is demonstrable increase in productivity. 
 Productivity can be seen as the raison d’etre of management since it provides how efficiently production inputs are used in an economy (Bartel, 1994). As the development is focusing more in the employee’s personal growth, successful employees prepared for positions of greater responsibility must have analytical, human, conceptual, and specified skills. For this reason, corporate management globally is concerned with productivity because it is regarded as a main indicator of efficiency when comparisons are made with competitors in the labor markets (UK.NOP Business., 2001). 
In one way or another, the two are related in the sense that employee performance is a function of organizational performance since employee performance influences general organizational performance. In relation to the above, Wright &Geroy (2001) note that employee competencies change through effective training programs. It therefore not only improves the overall performance of the employees to effectively perform their current jobs but also enhances the knowledge, skills an attitude of the workers necessary for the future job, thus contributing to superior organizational performance. 
Through training the employee competencies are developed and enable them to implement the job related work efficiently, and achieve firm objectives in a competitive manner. Further still, dissatisfaction complaints, absentism and turnover can be greatly reduced when employees are so well trained that can experience the direct satisfaction associated with the sense of achievement and knowledge that they are developing their inherent capabilities (Pigors& Myers 1989). 
The importance of productivity in any organization can hardly be overstated, that is why the organization exposed their employees including managers for maximum productivity. Productivity is often seen as total output/total input. That is effectiveness of the use of the factors of production to produce goods and services. When an organization integrates resources, physical and human will, this will result a better output. Babaita (2010) recommended that organization should monitor their firm’s performance using the following tools: employment costs per unit of output and costs as a ratio of sales value; add value per employee; labor costs as a percentage of added value, sales vale per employee, etc. 
Most of the benefits derived from training are easily attained when training is planned. This means that the organization, trainers and trainees are prepared for the training well in advance. According to Kenney & Reid (1986) planned training is the deliberate intervention aimed at achieving the learning necessary for improved job performance. Planned training according to Kenney and Reid consists of the following steps: 
-Identify and define training needs  
-Define the learning required in terms of what skills and knowledge have to be learnt and what attitudes need to be changed.  
-Define the objectives of the training  
-Plan training programs to meet the needs and objectives by using right combination for training techniques and locations.  - Decide who provides the training  
-Evaluate training.  
-Amend and extend training as necessary.  
2.3 Theoretical Framework 
Manpower development can be described as a system involving a circle of input, through put and output. It equally involves the man, the job and the environment. There is a relationship and interdependence between these tripartite. While training and development needs constitute the input and through put, the results of training and development make up the output.  
The system theory thus, provides the theoretical framework upon which manpower planning and development in Power Holdings Company of Nigeria (Niger Insurance) is being evaluated. 
The system theory was propounded by Easton (1961). The systems perspective assumed a system as a set of interrelated and independent parts arranged in manner that produces a unified whole. From a system perspective, an organization is seen as being made up of interdependent factors, including individuals (managers, employees, supervisors, etc), groups, attitudes, motives, formal structure, interactions, goals, status and authority Owojor and Asaolu (2010).  
The system approach believes that system is made up of parts which are differentiated in some ways but are connected to make up the whole though the interaction between its component parts and with the external environment. The organization as an open system cannot exist in isolation. It must exchange energy and information/competencies with its environments. Every system is loosely connected with many other sub-system or sub-units. For example, organizational system is loosely coupled by the following elements; raw materials, equipment, administrative personnel, working tools, managers, employees, supervisors and other employees. 
The organization is environments within the larger environment. It is important for the organization to expand its functions in order to bring it into closer relations with the surrounding environment. For example, managers, employees, supervisors are recruited from outside the organization; while funds may be internally or externally generated. The system theory gives the mangers a way of looking at an organization as a whole and as part of the larger external environments. In doing so, systems theory is of the view that activity of any of the organization affects activity of every other part. The job of a manager is to ensure that all parts of the organization are coordinated internally so that the organization’s goal can be achieved. 
With this, the manager has to ensure that the activities of both human resources and materials are well coordinated and represented in terms of motivation and training of staff- including employees to enable them fit in the environment of work.  
Training and development is a mixture of activities aimed at improving the performance of personnel in organization for the attainment of continuous improvement in productivity. An organization does not exist in a vacuum; hence it is dependent on its external environment. Organization invests in people to enable them to perform better and to empower them to make the best use of their natural abilities for overall effectiveness and efficiency of an organization.  
An organization is seen to be effective and efficient if there is demonstrable increase in productivity. The employees are expected to meet the needs and expectations of the organization by performing their responsibilities to the organization. The Job of an organization manager, supervisor etc, is to assume that all parts of the organization are coordinated internally so that the organization are not self-contained. They rely on their environment for life sustaining inputs. 
One possible explanation of the system theory is that it is based on the interrelated and interdependent parts arranged in a manner that produces a unified whole. An organization as being made up of interdependent factors such as individuals (Managers, supervisors, employeess, etc), groups, attitudes, motives, status and authority (Ibeaja, 2009), are connected to make up the whole through the interaction between its components parts and with the external environment. 
The organization as an open system cannot exist in isolation; rather it exchanges energy, information and training with its environment. Application of system theory on the implication of training and development on the employees productivity programmes in Okotoni and Erero (2005), personnel in any organization as part of the entire organization remain the most invariable asset for growth and development. 
Training and re-training are essential components of manpower development. Manpower development and training play a major role, if not decisive in promoting economic growth with equity, they benefit individuals, enterprise, and the economy and society at large, and the can make labor markets function better. 
The implications of this theory is that organizations and trainers should watch changes and demands of the labor market so that they could rethink, reposition repackage and re-engineer their missions, messages and methods in line with the changing requirements of the labor market and those of the labor market continue. (Usoro, 2010). 
The relevance of system theory to this study is based on ideal manpower training and development, hence this will no doubt produce economic, social and political growth. It is unfortunate, however, that most training programmes that have been embarked upon at various levels of government in Nigeria have not produced the desire results mainly due to attitudinal problems on the part of government, organization and the trainees. 


CHAPTER THREE
RESEARCH METHODOLOGY
3.1	INTRODUCTION
	In this chapter, we described the research procedure for this study. A research methodology is a research process adopted or employed to systematically and scientifically present the results of a study to the research audience viz. a vis, the study beneficiaries.
3.2	RESEARCH DESIGN
Research designs are perceived to be an overall strategy adopted by the researcher whereby different components of the study are integrated in a logical manner to effectively address a research problem. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled. According to Singleton & Straits, (2009), Survey research can use quantitative research strategies (e.g., using questionnaires with numerically rated items), qualitative research strategies (e.g., using open-ended questions), or both strategies (i.e., mixed methods). As it is often used to describe and explore human behaviour, surveys are therefore frequently used in social and psychological research.
3.3	POPULATION OF THE STUDY
	According to Udoyen (2019), a study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description. 
	This study was carried out to examine the impact of manpower development in insurance industry. Niger Insurance Plc form the population of the study.
3.4	SAMPLE SIZE DETERMINATION
A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). In this study, the researcher adopted the convenient sampling method to determine the sample size. 
3.5	SAMPLE SIZE SELECTION TECHNIQUE AND PROCEDURE
According to Nwana (2005), sampling techniques are procedures adopted to systematically select the chosen sample in a specified away under controls. This research work adopted the convenience sampling technique in selecting the respondents from the total population.
In this study, the researcher adopted the convenient sampling method to determine the sample size. Out of all the entire population of staff of Niger Insurance Plc, the researcher conveniently selected 120 out of the overall population as the sample size for this study. According to Torty (2021), a sample of convenience is the terminology used to describe a sample in which elements have been selected from the target population on the basis of their accessibility or convenience to the researcher.
3.6 	RESEARCH INSTRUMENT AND ADMINISTRATION
The research instrument used in this study is the questionnaire. A survey containing series of questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section enquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions. Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
3.7	METHOD OF DATA COLLECTION
Two methods of data collection which are primary source and secondary source were used to collect data. The primary sources was the use of questionnaires, while the secondary sources include textbooks, internet, journals, published and unpublished articles and government publications.
3.8	METHOD OF DATA ANALYSIS
The responses were analysed using the frequency tables, which provided answers to the research questions. 
3.9	VALIDITY OF THE STUDY
Validity referred here is the degree or extent to which an instrument actually measures what is intended to measure. An instrument is valid to the extent that is tailored to achieve the research objectives. The researcher constructed the questionnaire for the study and submitted to the project supervisor who used his intellectual knowledge to critically, analytically and logically examine the instruments relevance of the contents and statements and then made the instrument valid for the study.
3.10	RELIABILITY OF THE STUDY
The reliability of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017) the range of a reasonable reliability is between 0.67 and 0.87.
3.11	ETHICAL CONSIDERATION
The study was approved by the Project Committee of the Department.  Informed consent was obtained from all study participants before they were enrolled in the study. Permission was sought from the relevant authorities to carry out the study. Date to visit the place of study for questionnaire distribution was put in place in advance.


CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered. A total of hundred and twenty (120) questionnaires were administered to respondents of which 100 were returned. The analysis of this study is based on the number returned.
4.1	DATA PRESENTATION
Table 4.1: Demographic data of respondents
	Demographic information
	Frequency
	percent

	Gender
Male
	
	

	
	60
	60%

	Female
	40
	40%

	Religion
	
	

	Christian
	100
	100%

	Muslim
	00
	00%

	Age
	
	

	18-25
	00
	00%

	26-35
	15
	15%

	36-40
	29
	29%

	41 +
	56
	56%

	Family Economic Status
	
	

	Very High
	24
	24%

	High
	32
	32%

	Very Low
	21
	21%

	Low
	23
	23%


Source: Field Survey, 2021
ANSWERING RESEARCH QUESTIONS
Question 1: Does Niger insurance engage in any form of employee training?
Table 4.2: Respondent on question 1
	Options
	Frequency
	Percentage

	Yes
	78
	78

	No
	00
	00

	Undecided
	22
	22

	Total
	100
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 78 respondents constituting 78% said yes. While the remain 22 respondents constituting 22% were undecided. There was no record for no.
Question 2: Does manpower training exercise affect employee in financial institutions??
Table 4.3: Respondent on question 2
	Options
	Frequency
	Percentage

	Yes
	60
	60

	No
	19
	19

	Undecided
	21
	21

	Total
	100
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 60 respondents constituting 60% said yes. 19 respondents constituting 19% said no. While the remain 21 respondents constituting 21% were undecided.
Question 3: Does Niger insurance benefited from categories of training offered by financial institution?
Table 4.4: Respondent on question 3
	Options
	Frequency
	Percentage

	Yes
	56
	56

	No
	21
	21

	Undecided
	23
	23

	Total
	100
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 56 respondents constituting 56% said yes. 21 respondents constituting 21% said no. While the remain 23 respondents constituting 23% were undecided.
Question 4: Does the employee encourages about this training progamme?
Table 4.5: Respondent on question 4
	Options
	Frequency
	Percentage

	Yes 
	61
	61

	No 
	17
	17

	Undecided
	22
	22

	Total
	100
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 61 respondents constituting 61% said yes. 17 respondents constituting 17% said no. While the remain 22 respondents constituting 22% were undecided.


CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS:
5.1 Introduction
This chapter summarizes the findings on the impact of manpower development in insurance industry, Niger insurance plc as case study. The chapter consists of summary of the study, conclusions, and recommendations.
5.2 Summary of the Study
In this study, our focus was on the impact of manpower development in insurance industry, Niger insurance plc as case study. The study is was specifically focused on examining the effect of training exercises on the employees in the financial institutution with particular to Niger insurance., assessing category of employee who benefit, assessing the performance of employees who have been trained and often and investigating the benefits from manpower training program, To determine the training needs of employee of oriental insurance and lastly To find out whether employees and encouraged to attend these training programs and ways they are being encouraged.
The study adopted the survey research design and randomly enrolled participants in the study. A total of 100 responses were validated from the enrolled participants where all respondent are staff of Niger Insurance PLC.
5.3 Conclusions
With respect to the analysis and the findings of this study, the following conclusions emerged;
Human resources (personnel) in any organization remain the most invaluable asset for growth and development, hence training and retraining is essential components of manpower development. Training and personnel development is a mixture of activities aimed at improving the performance of personnel in organizations for the attainment of continuous improvement in productivity. Training and human development assists employees to learn how to use the resources in an approve way that allows organization to meet its desired output. Staff are required to perform varied competences in their profession that will make then saleable in the labor market. It is the possession of these skills needed by the labour market that will enable them contribute maximally to service organizations and national development of the Nigerian nation. However, for the organization and government to make training and personnel development to become effective in the service cycle, they have to tackle the challenges of introducing new orientations on training contents, training evaluation, attitudes to training and training utilization.
5.4 Recommendation
Based on the findings the researcher recommends that;
Organization is seen to be effective and efficient if there is demonstrable increase in productivity, therefore, any training and personnel development must be based on proper analysis of its contribution to the effectiveness and efficiency of an organization.  
Staff should be expose to regular professional training areas such as foundation, career or development, preservice and off-the-job-pupilage training as to enhance their productivity in the organization. 
It is also necessary for the staff to be exposed to seminars, conferences and workshops to enable them keep abreast with the challenges posed by modern business offices.  
The development programmes of managers should be done on yearly or regular basis; hence training involves systematic, professional and development of skills, knowledge and attitude necessary for performing specific schedule of duties. There should be free flow of information to enable all the staff aware of the training and development programme available both internally and externally. 
There should be effective utilization of integration of resources, physical and human will to yield high output or performance. Also, on-the-job and in-house methods of training should be used extensively by organizations and government, especially in the training of junior staff as they tend to be cheaper and more effective. 
Niger Insurance should also introduce reward system for outstanding performance so as to motivateemployees to always put in their best during each training period. This will assist them in identifying those staff that has special skills and talents. 
Niger Insurance should expose all their staff to training at least once in every year. This will make the employees to meet up with the changes in their services and work processes as may be driven by the competitive environment. 
Instead of downsizing those employees with years of experience and recruiting new ones, service organization should rather invest in (committed to) training and development of their experiencedstaff. This will help them to reduce the cost of frequent recruitment and selection
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QUESTIONNAIRE
PLEASE TICK [√] YOUR MOST PREFERRED CHOICE AND AVOID TICKING TWICE ON A QUESTION
SECTION A
PERSONAL INFORMATION
Gender
Male [  ]	
Female [  ]
Age 
18-25	[  ]
20-30	[  ]
31-40	[  ]
41 and above [  ]
Educational level
WAEC	[  ]
BSC/HND	[  ]
MSC/PGDE [  ]
PHD	[  ]
Others……………………………………………(please indicate)
Marital Status
Single	[  ]
Married [  ]
Separated [  ]
Widowed [  ]
Duration of Service
0-2 years [  ]
2-5 years [  ]
5 and above [  ]
Section B
Question 1: Does Niger insurance engage in any form of employee training?
	Options
	PLEASE TICK

	Yes
	

	No
	

	Undecided
	



Question 2: Does manpower training exercise affect employee in financial institutions?
	Options
	PLEASE TICK

	Yes
	

	No
	

	Undecided
	



Question 3: Does Niger insurance benefited from categories of training offered by financial institution?
	Options
	PLEASE TICK

	Yes
	

	No
	

	Undecided
	



Question 4: Does the employee encourages about this training progamme?
	Options
	PLEASE TICK

	Yes 
	

	No 
	

	Undecided
	


   
Thank you for your time.
