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                                                         Abstract 

The most important resource that enhances the continuous growth and sustainability of an 

organization is the development of manpower. The level of productivity of a firm is primarily 

determined by the quality of personnel or employees. The purpose of this research work is to 

examine how manpower development basically contributes to the level of productivity of a 

firm. By doing so, the Solalina Investment Group in Bayelsa State is used as a case study. 

Consequently the study examined manpower development and productivity in Solalina 

Investment Group. In order to achieve this aim, simple random sampling technique was 

adopted to select the staff in the departments in Solalina investment group. The study also 

adopted the cross-sectional survey design method. A total sample size of two hundred and 

fourteen (214) was adopted for the study. In the analysis of data the simple percentage and 

the Chi-square statistical tool were used. The study found that there is a relationship between 

training and manpower development in Solalina Investment Group, Bayelsa State, that there 

is a relationship between manpower development and organizational output in Solalina 

Investment Group, Bayelsa State. The study also finds that there is a significant impact of 

level of educational qualification on manpower development and productivity in Solalina 

Group, Bayelsa State and fourthly there is a significant relationship between manpower 

development and organizational input/profits in Solalina Investment Group, Bayelsa State. 

The study recommends for incentives as Salary and good remuneration, training and re-

training of staff and friendly working environment for staff.  
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1.                                               Introduction 

The main purpose of manpower development is the enrichment of job that will guarantee 

organization productivity in its truest sense. Organizational performance is defined as the 

actual results or output of an organization as measured against that organization’s intended 

output (Tomal and Jones, 2015; Sanjay et al 2016).  The potential success of a business 

depends on its organizational performance, which means its ability to effectively implement 

strategies to achieve institutional objectives (Randeree and Al Youha, 2009). The 

performance of an organization solely depends on its employees, who are a key part of the 

organization and form the team that works toward achieving the organization’s goals (Silva, 

2014). Job enrichment is a motivational strategy that emphasizes motivating the worker 

through the job itself (Nickel et al, 2017). Work is assigned to individuals so that they have 

the opportunity to complete an identifiable task from beginning to end. The effectiveness of 

an organization consists in the efficiency of each of its individual employees; thus, employee 

performance can be defined, in part, as a function of leadership (Mastrangelo et al, 2014; 

Sanjay et al, 2016). Competent leaders influence their followers. Organizational leaders play 

a vital role in the achievement of organizational goals and objectives by creating a conducive 

environment that influences employees’ behaviors, attitudes, and motivations (Mastrangelo et 

al, 2014). The quality of human beings in an organization determines the success of that 

organization. The improved skills, attitudes and productivity can only be possible through 

adequate training. Manpower training and development is based on the premise that staff 

skills need to be improved for organization to grow (Mustapha et al, 2013). According to 

Okeke et al (2019), Most of the organizations have used performance appraisal as compared 

to performance management in which  the  focus  is  made on comparison  between  the  

performance  standards  being  made  by  the organization and  the  actual productivity of 

employees, while  no one  actually compares the  performance against employees’ objectives.   

This   affects   the   achievement   of employee objectives   negatively. Consequently, it is 

pertinent to state that the nature or structure of the organization can be a varying factor in  

determining  the  nature  and  criteria  of  the  performance  management  system  (Jamil  &  

Mohammed, 2011:Okeke et al, 2019). Thus, there is need for managers to create a vivid 

system that is linked to employee strategy, and appropriate in measuring acceptable and non-

acceptable behaviour for improved employee productivity. The  performance  management  

system  should systemically  evolve  starting  from  the  level  of  employee, and ultimately to 

the level of the organization. The organization’s objective should be clearly stated for easy 

implementation, and the performance management system should be tailored directly to it. 

Inability of  the  organization  to  design  or  develop  distinct performance objectives,  stated 

in  quantitative  and qualitative terms against which performance can be measured can distort 

employees’ perception of their relevance  to  the  organization  (Kazim,  2008:Okeke et al, 

2019).  However, the problem lies with failure of managers to manage performance, align 

individual goals to a common vision and effectively utilize the organization’s performance 

management system to stimulate employee productivity for enhanced employee performance. 

Pulako (2004): Okeke et al (2019) asserts that a lot of organizations face the problem of 

“performance planning, performance review, 360 degree feedback ,performance evaluation, 

self-assessment and employee input which in return create   ineffectiveness for many   

organizations”.  Performance  management  system  begins  with performance  planning,  

which  strategically  examines those  key  areas  especially work  related  attitudes  of the  

employees.  In  doing  this,  employees are  also  reviewed,  in  terms  of  the  expected  

attitudes  and  their respective   results they   are   apparently   expected   to   attain.   The   

aforementioned   enhance employee effectiveness (Pulako, 2014: Okeke et al, 2019). 
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2.                                         Review of Literature 

Relevant literature to the topic above is being discussed as follows; 

2.1.         Job Performance 

Job can only be done productively when it is assigned to a worker (employee) that is known 

to be effective in his/her job. Functionally, the organization plays the great role of ensuring 

that employees are up-to-date in performing the various tasks that are assigned to them per 

time. According to Allwell (2019), job is enriched when employees are equipped 

appropriately through various training and development programs in an organization. Firms 

operating in the competitive markets seek to continually enhance their 

performance (Almatrooshi, Singh, and Farouk 2016; Zacca, Dayan, and Ahrens 2015). 

Training brings about job satisfaction on the part of the employees and guarantee 

organizational productivity. Now a day, because of competition in businesses, organizations 

are facing many challenges. From these challenges, keeping their human resource is of most 

importance. Today, humans are considered to be the most important resources of an 

organization. Employee motivation is compulsory for getting efficiency. Motivation is a 

group of different items which effects employee’s behavior for getting required goal. 

Motivation is important to boost up employees to perform well in long run and helps an 

organization to grow for excellence. Motivating the people is not an easy step (Zafar et al, 

2014). 

2.2.         The role or impact of manpower development and productivity in Solalina

 investment group 

Solalina Investment Group is a conglomerate of seven companies across various sectors of 

business. Though new but very keen about employee motivation and productivity, the 

company was founded in 2014 in the city of Yenagoa, Bayelsa State. As at when the 

company started operation it was having approximately eighty (80) staff, out of which fifteen 

(15) were management staff and sixty five (65) were junior staff. The Director General of the 

company was very enlightened of the fact that hiring the right people and continuously 

developing their capacity is key to the organization’s productivity (Boyatzis and Boyatzis 

2009; Sanjay et al, 2016) identified social intelligence as the ability of a leader to focus on 

innovation and motivate it among his or her team members. 

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 breakthrough 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 

(Joe, 2017). 

The approach to developing manpower should include hiring a person who not only has the 

acquired skills necessary to perform the job but also is a good fit for the organization. 

Organizational fits are very challenging because the individual not only has to be qualified 

but they must be able to adapt and adopt the culture of the organization. Accepting 
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organizational culture is critical, because it is often a determining factor in an employee 

remaining with the organization. Maintaining effective manpower is equally as important to 

recruiting right person for the job (Octavia, 2017). Adiele & Ibietan (2017) observed that 

deficient and inadequate skill acquisition are traceable to the predominance of traditional 

learning styles and techniques upon which training processes and school system are anchored 

in Nigeria. Findings show that funding inadequacies, poor coordination of training activities, 

faulty training needs assessment and inappropriate methodology for delivering training 

programmes are major impediments to public sector productivity.  

2.3.    Challenges facing manpower development and productivity in Solalina 

investment  group  

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 (Joe, 2018). 

The great problem faced by Solalina Investment Group from the very point of initiation was 

the problem of ineffective manpower planning and development. As a middle management 

staff in the company then, it was observed that the companies do not have the strong zeal for 

developing manpower. There was the feeling that money spent on developing manpower is a 

money wasted.  

Manpower development is the core element of a business that helps to shape and lead the 

future of any organization through the use of its people. Successful manpower development 

could result in high production and long-term future growth for business. However 

overcoming these challenges means understanding the vision of the business and how to best 

forecast future events in manpower planning. Planning helps management with the right 

number and the right kind of people at the right place in business (Octavia, 2017).When a 

company lacks Manpower planning, the wrong people will be employed, work will be done 

erroneously, there will be outright financial losses, there will be continuous failure in 

technological application, there will be low level innovation and strategy, high level 

operational inefficiency will occur, and the overhaul level of productivity will be low. A 

winning business organization is one that continuously plan its Manpower targeting high 

level productivity. 

Employee turnover happens for various reasons and is inevitable in manpower development. 

Some of the causes are controllable factors, while many of them are hard to foresee. It is 

harder to identify or forecast the death of an employee or an illness that leaves an employee 

in an incapacitated state, because it can happen at any time. Developing a plan of action in 

manpower development that negates these factors can be difficult. Ensuring that the 

employee turnover does not impact the manpower in the out years of business is the biggest 

dilemma (Octavia, 2017).  

 

3.                                      Materials and Method 

This research endeavor was embarked on by applying both quantitative and qualitative 

techniques of data gathering. The materials and methods used in achieving the research 

aims/objectives are described below. 

3.1.                                        Research Design 

Research design is the structuring of investigation aimed at identifying variables and their 

relationships to one another. It is used for the purpose of obtaining data to enable the 

researcher test hypotheses or answer research questions (Asika, 2009). According to Asika 
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(2009), there are three main categories of research design. The diagram below summarizes 

the different designs.   

This study is essentially a cross- sectional survey research. Here the researcher infers 

information about the study population based on the responses of a sample drawn from the 

study population. It involves using a self- designed questionnaire in collecting data from the 

respondents. This method was chosen in order to make reference to the phenomena as they 

exist in real life. Apart from this, there are also some descriptive and explanatory analyses.  

3.2 Sample technique 

The sample Random Sampling technique was employed by the researcher due to the highly 

spatial nature of the study population (Solalina Investment Group, Bayelsa State) in terms of 

location and numbers. The Simple Random Sampling is a probability sampling technique 

which is of the standpoint that every sample has the same probability of been chosen. 

3.3                    Methods of Data collection 

A number of structured/questionnaire was personally administered to the respondents who 

participated in the study. The questionnaire was administered to the sample population and 

interviews also conducted.   

3.4                           The Population of the Study 

The population consists of all the staff in Solalina Group of companies, Bayelsa state, as at 

the time of study, the population is 457 (Field Survey November, 2019). 

 

3.5                           Presentation of Data 

In this section the data obtained from the questionnaires that were distributed in the course of 

the field work and the interviews session held with selected management staff of Solalina 

Group of Companies are presented and the discussion of the finding arising from it formed 

the basis of our conclusions, a total of 218 questionnaires distributed and while Two hundred 

and Fourteen (214), representing (96) % of questionnaire distributed. 
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Table 1. Socio-demographic data of respondents 

   

Variables  Frequency  Percentage 

   

Age    

20-29 59 28 

30-39 77 36 

40-49 38 18 

50-59 21 10 

60 and above 19 9 

                                      Total 214 100 

 

Gender 
  

Male 156 73 

Female 58 27 

                                      Total  214                          100 

Marital Status of Respondents   

Single 41 19 

Married 171 80 

Separated 0 0 

Widowed/widower 2 1 

                                        Total  214  100 

Education of Respondents    

No formal education 12 6 

Primary 67 31 

Secondary  82 38 

Tertiary  53 25 

                                        Total  214 100 

Employee Level    

Senior staff 63 29 

Junior staff 128 60 

Casual 20 9 

                                         Total 214 100 

Fieldwork (2020) 

 

 

  



Scholarly Journal of Social Sciences Research | ISSN: 2955-0785 

Vol. 2, Issue 1 (January, 2023) | www.ijaar.org/sjssr 

 

66 

 

4.1 Analysis of Data 

Table 2. Relationship between training and manpower development in Solalina 

Investment Group, Bayelsa State 

1. Training impacts significantly on 

Manpower development. 

 

2. The level of training given to staff 

determines their productivity level. 

 

3. The number of times and duration 

of training impacts significantly on 

staff development. 

            A        SA      D      SD 

           134       10      28      42 

          63%      5%     13%   20% 

             A       SA      D     SD 

            120      27      11     56 

           56%     13%   5%    26% 

             A      SA     D        SD 

            105      7      88       14 

           49%     3%     41%    7% 

Fieldwork 2020 

Table 2 above presents information on the Relationship between training and manpower 

development in Solalina Investment Group, Bayelsa State and also to indicate if the level of 

training given to staff determines their productivity level, even as it seeks to determine if the 

number of times and duration of training impacts significantly on staff development.. A 

review of the information from the table showed that 63% of respondents agreed that 

Training impacts significantly on Manpower development. It was followed by 20% of the 

respondents who strongly disagreed that Training impacts significantly on Manpower 

development. 5% and 13% of the respondents strongly agreed and disagreed that Training 

impacts significantly on Manpower development. 

Table 2 also followed information to indicate if the level of training given to staff determines 

their productivity level. It is shown from the table that majority of the respondents 

representing 56% of the population agreed that the level of training given to staff determines 

their productivity level. It was followed by 56(26%) of the respondents who strongly 

disagreed that the level of training given to staff determines their productivity level. 

Table 2 also showed that 105(49%) of the respondents agreed that the number of times and 

duration of training impacts significantly on staff development. It was closely followed by 

88(41%) of the respondents who disagreed that the number of times and duration of training 

impacts significantly on staff development. 

Table 3. Relationship between manpower development and organizational output in 

Solalina Investment Group, Bayelsa State 

1. There is a significant relationship 

between Man Power Development 

and Organizational Output 

2.  The level of organizational output 

is determined by the increase in the 

level of man power development 

            A       SA        D       SD 

           176       5         3        30 

           82%      2%      1%    14% 

            A       SA      D       SD 

           191       4        1        18 

           89%     2%    0%     8% 

Fieldwork (2020) 

Table 3 reviewed the result of the investigation to ascertain if there is a Relationship between 

manpower development and organizational output in Solalina Investment Group, Bayelsa 

State. The analysis of the data on the above showed that 176(82%) of the respondents agreed 

that There is a significant relationship between Man Power Development and Organizational 

Output. It was followed by 30(14%) of the respondents who strongly disagreed that There is a 

significant relationship between Man Power Development and Organizational Output 
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Table 3 also followed information to determine if the level of organizational output is 

determined by the increase in the level of man power development. Data retrieved showed 

that majority of the respondents representing 191(81%) of the population agreed that the level 

of organizational output is determined by the increase in the level of man power development 

in Solalina investment group Bayelsa. Only 4(2%) of the respondents strongly agreed that the 

level of organizational output is determined by the increase in the level of man power 

development in Solalina investment group Bayelsa. 

Table 4. The impact of level of educational qualification on manpower development and 

productivity in Solalina Group, Bayelsa State 

1. The productivity level of Solalina 

Group is determined by the level of 

education of staff 

2. There is a significant relationship 

between organizational 

commitment and Man Power 

Development in Solalina Investment 

group 

          A       SA       D       SD 

         98       18        7        91 

        46%     8%      3%      43% 

 

         A          SA        D       SD 

         91         18        17       88 

        43%       9%      8%      41% 

 

Fieldwork (2020) 

Table 4 above presents information on the impact of level of educational qualification on 

manpower development and productivity in Solalina Group, Bayelsa State. A review of the 

information and information from the table showed that 98(46%) of respondents agreed that 

the productivity level of Solalina Group is determined by the level of education of staff. It 

was closely followed by 91(43%) of the respondents who strongly disagreed that the 

productivity level of Solalina Group is determined by the level of education of staff.  Only 

18(8%) and 7(3%) of the respondents strongly agreed and disagreed that the productivity 

level of Solalina Group is determined by the level of education of staff. 

Table 4 above also followed information to indicate if there is a significant relationship 

between organizational commitment and Manpower Development in Solalina Investment 

group. It is shown from the table that 91(43%) of the respondents agreed that there is a 

significant relationship between organizational commitment and Man Power Development in 

Solalina Investment group Although 88(41%) of the respondents strongly disagreed that there 

is a significant relationship between organizational commitment and Man Power 

Development in Solalina Investment group.  

Table 5. Relationship between manpower development and organizational input/profits 

in Solalina Investment Group, Bayelsa State 

1. There is a significant relationship 

between manpower development 

and organizational input/profits in 

Solalina Investment Group, Bayelsa 

State. 

2. The level of incentives provided by 

the management will determine the 

level output and commitment of 

staff in Solalina Investment Group. 

 

          A        SA        D       SD 

        121        18        12       63 

       57%       8%       6%     29% 

 

           A        SA        D       SD 

          168      9            6         31 

         78%     4%       3%      15% 

Fieldwork (2020) 
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The data as illustrated in (table 5) above to determine if there is a relationship between 

manpower development and organizational input/profits in Solalina Investment Group, 

Bayelsa State, indicated that 121(57%) of the respondents agreed that there is a significant 

relationship between manpower development and organizational input/profits in Solalina 

Investment Group, Bayelsa State. It was followed by 63(29%) of the respondents who 

strongly disagreed that there is a significant relationship between manpower development and 

organizational input/profits in Solalina Investment Group, Bayelsa State. 18(8%) and 12(6) of 

the respondents strongly agreed and disagreed that there is a significant relationship between 

manpower development and organizational input/profits in Solalina Investment Group, 

Bayelsa State. 

Table 5 also showed information to determine if the level of incentives provided by the 

management will determine the level of output and commitment of staff in Solalina 

Investment Group. It was shown from the table that 168(78%) of the respondents agreed that 

the level of incentives provided by the management will determine the level output and 

commitment of staff in Solalina Investment Group. It was followed by 31(15%) of the 

respondents who strongly disagreed that the level of incentives provided by the management 

will determine the level output and commitment of staff in Solalina Investment Group. 

4.2 Discussion of findings 

As reviewed from the data generated from the distributed questionnaire, the following 

reviews are made. It is shown from the data that there is a significant relationship between 

training and manpower development in Solalina Investment Group, Bayelsa State. A review 

of the information from the table showed that Training impacts significantly on Manpower 

development, just as it is certain that training impacts significantly on Manpower 

development. It is also significant that the level of training given to staff determines their 

productivity level. It is also positive that the number of times and duration of training impacts 

significantly on staff development. This finding corroborates Wabara, Chijindu & Emerole 

(2017) study which noted that internship training method, case study method, and 

seminar/workshop impacts on the performance of the employees. The findings are also in line 

with the studies of Okereke & Igboke (2011) who argued that factors (that may include 

leadership, organizational climate, management development, salary etc) intervene as 

motivation factors for high job performance. Of significance, is that the primary aim of 

training and manpower development was rather to meet statutory requirements, as against 

improvement on the job and has policy implications for training and manpower development 

relevant to organizational need or goal to be provided to employees. It also follows Halidu 

(2015) Results which showed that that training and development programmes improve 

employees’ skills and performance at work place, enhance their technical 

knowhow/wherewithal to with stand the challenges of contemporary times. Within these 

affirmatives, Amoah-Mensah, & Darkwa (2016) propose that the stages of training and 

development process influence employees’ performance. This supports the proposition which 

produce five stages which constituted the stages of the training and development process. In 

the same vein it supports Dialoke, Ukah & Ikoro (2016) study which showed that training and 

manpower development enhances efficiency and productivity, also training and manpower 

development enhances organizational image and performance, orientation, in-house training, 

on-the-job training, workshops, seminars, etc are the most common development programs. 

In line with this is Malaolu & Ogbuabor (2013) study that also showed that training and 

manpower development enhances efficiency and job productivity. Also training and 

manpower development enhances organizational performance. 
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Furthermore it is shown that there is a relationship between manpower development and 

organizational output in Solalina Investment Group, Bayelsa State. The study has also 

confirmed that the level of organizational output is determined by the increase in the level of 

man power development in Solalina investment group Bayelsa state. 

The review of data have also shown that there is a significant relationship between 

educational qualification and manpower development and productivity in Solalina Group, 

Bayelsa State, just as it is shown that the productivity level of Solalina Group is determined 

by the level of education of staff. Although Aniekwu & Ozochi (2010), argued that the 

perception and position of government on education has a very long term effect on training of 

manpower for the industry. Okafor (2011) argued that in order to cope with the requirements 

of fast developing economy, to gear up employment generation and meet the challenges of 

globalization, it was absolutely imperative to realign in education especially Technical and 

Vocational Education system in the country to cater for these requirements.  

It is also confirmed from the study that there is a significant relationship between 

organizational commitment and Manpower Development in Solalina Investment group. 

Gberevbie (2012) Findings showed a strong impact of manpower development and 

organizational commitment on performance of employees. Although Okumu (2014) believes 

that human resource development practices do not have a perfect correlation with employee 

organizational commitment to indicate. Other rightful factors need to be identified to enhance 

employee organizational commitment. Kristinka, Nataša & Ivana (2017) study results 

indicate a complex interaction of affective, continuance, and normative components of 

organizational commitment with different human resource development activities. Uraon 

(2018) Results showed that manpower development practices have positive impacts on 

employee intention to stay as well as on the three components of organizational commitment. 

The data as illustrated in (table 5 above have also shown that there is a relationship between 

manpower development and organizational input/profits in Solalina Investment Group, 

Bayelsa State. It is also shown from the summary of data retrieved that the level of incentives 

provided by the management will determine the level output and commitment of staff in 

Solalina Investment Group. Samari (2019) Studies suggest that incentives play a key role in 

influencing employee performance. The results of the study indicated that for employees to 

put in more extra efforts is based on the incentives they receive which motivates them to 

perform better. In the same light, Henderson & Tulloch (2008) Research finding indicate that 

improved salaries and benefits, together with improved working conditions, supervision and 

management, and education and training opportunities are important for workers 

commitment. Huijuan (2010) argued in this line as the study showed that motivation 

mechanism can affect the exertion of maximum effect of human resources management. 

That's to say good and timely motivation can tap employees' potentials and arouse employees' 

initiatives. It's favorable to the development of enterprises.  

5. SUMMARY, CONCLUSION AND RECOMMENDATIONS 

5.1 Summary 

The examined the relationship between Manpower Development and Productivity in Solalina 

Investment Group, Bayelsa State. The specific objectives of the study examined the 

relationship between training and manpower development in Solalina Investment Group, 

Bayelsa State, examined the relationship between manpower development and organizational 

output in Solalina Investment Group, Bayelsa State, examined the impact of level of 

educational qualification on manpower development and productivity in Solalina Group, 
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Bayelsa State and examined the relationship between manpower development and 

organizational input/profits in Solalina Investment Group, Bayelsa State. 

The objectives of the study ultimately led to the following research questions; Is there a 

relationship between training and manpower development in Solalina Investment Group, 

Bayelsa State? Is there a relationship between manpower development and organizational 

output in Solalina Investment Group, Bayelsa State? What are the impact of educational 

qualification on manpower development and productivity in Solalina Group, BayelsaState? 

And is there a relationship between manpower development and organizational input/profits 

in Solalina Investment Group, Bayelsa State? 

In addition to carving out an empirical niche, relevant ideas following the empirical and 

theoretical works of other researchers were reviewed to enable us gather adequate 

perspectives that either corroborate or contradict the results in this study. In the course of the 

literature review, it was discovered that the theories of motivation (Maslows Hierarchy of 

needs) was more appropriate in terms of analytical strength for the study. Hence, the study 

adopted the Maslows Hierarchy of needs theory to shed light on the impact of manpower 

development and productivity in Solalina investment group Bayelsa state. To prove the above 

position, primary data were collected from 214 respondents across the departments in 

Solalina investment group Bayelsa state. The 214 sample size was selected through a simple 

random sampling process.  

 

The study adopted a survey research model that is based on a mutually reinforcing method 

which is questionnaire survey. Data collected during the course of the study were analyzed 

using three related methods such as simple percentage and descriptive statistical method, the 

chi-square statistical technique and the thematic model of qualitative analysis. The results 

from the analysis lead to some findings which are summarily narrated below: 

i. There is a significant relationship between training and manpower development in 

Solalina Investment Group, Bayelsa State.  

ii. A review of the information from the table showed that Training impacts significantly on 

Manpower development.  

iii. It is certain that training impacts significantly on Manpower development.  

iv. It is also significant that the level of training given to staff determines their productivity 

level. 

v. It is also positive that the number of times and duration of training impacts significantly 

on staff development.  

vi. Furthermore it is shown that there is a relationship between manpower development and 

organizational output in Solalina Investment Group, Bayelsa State.  

vii. The study has also confirmed that the level of organizational output is determined by the 

increase in the level of man power development in Solalina investment group Bayelsa 

state.  

viii. The review of data have also shown that there is a significant relationship between 

educational qualification and manpower development and productivity in Solalina Group, 

Bayelsa State,  

ix. It is shown that the productivity level of Solalina Group is determined by the level of 

education of staff. 

x. It is also confirmed from the study that there is a significant relationship between 

organizational commitment and Man Power Development in Solalina Investment group. 
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5.2  Conclusion 

Following the findings in this study, a few conclusions were reached. They are as follows; 

i. There is a relationship between training and manpower development in Solalina 

Investment Group, Bayelsa State. 

ii. There is a relationship between manpower development and organizational output in 

Solalina Investment Group, Bayelsa State. 

iii. There is a significant impact of level of educational qualification on manpower 

development and productivity in Solalina Group, Bayelsa State. 

iv. There is a significant relationship between manpower development and organizational 

input/profits in Solalina Investment Group, Bayelsa State. 

 

5.3  Recommendations 

Based on the findings and conclusion reached in this study, the following suggestions have 

been proffered on the issues of stakeholder and project management in NDDC. 

Based on the key finding from the study, we make the following recommendations; 

i. Salary and good remuneration: staff and worker should be given salary and remuneration 

as at when due to boast their morale at work place. Salary of worker should be reviewed 

promptly to boost workers morals, attitudes and dedication to service. 

ii. Training and re-training: staff should be constantly trained and retrained by management 

to enhance their skills and desire to do the job. Training and Development is the aspect of 

manpower planning that sees the need for building the capacity of workers or employees, to 

efficiently and effectively impact on the business of the organization. According to the oxford 

sociological dictionary, training simply implies preparation for a specific task or role by 

ordered instruction. Management must continuously see the need to find out if members of 

staff in various departments in the company are due for training, and also to call for the 

continuous development of managers to enhance organizational productivity. It is part of the 

strategy of management to centrally prioritize training and development highly in the budget 

of the organization. Training is a motivational tool that boosts both the internal and external 

input of the employees in the organization. Many companies fail to see the usefulness of 

training and development, thinking that money spent on it is not gainful to the company. 

Training and Development does not only serve as a motivating tool, but it also contributes to 

increasing the productivity level of the company.  

iii. Friendly working environment: most staff performs better in a friendly working 

environment. The welfare of the staff should be of priority to management in order to 

effectively harness the potentials of staff. 
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