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[bookmark: _GoBack]Abstract
[bookmark: _Hlk198042667][bookmark: _Hlk198052976]The study examines the impact of human resource planning on organizational performance in Nigeria Federal Ministry of Education. The research design was the quantitative approach where statistical analysis was employed to examine research questions, test hypotheses and establish relationships between the variables of interest. One research question and hypotheses guided the study, seven hundred and seventy-four (774) employees of the federal ministry of education, in Nigeria were randomly selected from the various departments in the organization. The reliability of the research instrument was tested using the Cronbach Alpha technique, and a coefficient of 0.93 was obtained. Scores generated from the research instrument with Statistical Package for Social Science (SPSS) version 27 and analyzed using the weighted mean score and simple linear regression statistical technique. The study results indicated human resource planning with the parameters (β = 1.425, tcal = 17.1, R = 0.55, R2 = 0.30, Adj. R2 = 0.30, Fcal = 159.7, P = 0.00 < 0.05) had a positive and significant influence on the organizational performance at the federal ministry of education in Nigeria. It was also discovered that, there exist a moderate positive and significant relationship between human resource planning and organizational performance at the federal ministry of education, Abuja, which implies that an improvement in human resource planning will lead to an increase in organizational performance by 55%.
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1.0 Introduction
[bookmark: _Hlk198461889][bookmark: _Hlk198461935][bookmark: _Hlk198461952]Performance is a systematic means of monitoring the progress of implemented strategy in order to ensure that it is operating properly. Monitoring involves establishing control mechanism so that the feedback from the actual implementation of the strategic plan at each step can be analyzed and evaluated. Brendan (2006) documented that performance is a way of evaluating results. He stated that for plans to produce the desired results, managers and their teams’ needs to change controls, mission, objective or they plan by themselves since the lack of planning can lead to paralysis by analysis (Odongo & Datche, 2015). Majority of studies used difference performance measure, such as either non-financial (success) nor financial. Tornike (2018) sees performance measures as a means of assessing firm’s success such as financial indicators like sales, profits, cash flow, return on equity, and growth. Financial measure comprises such indicators as: profit turnover, return on investment, return on capital employed and inventory turnover. Non-financial measures include innovation and market standing. In addition, organizational structure provides a solid foundation for company operations by laying out the physical grouping of employees and the managerial hierarchies within an organization. Organizational structure provides a guide for the way in which work is completed within the organization by determining how task, decision and information flow into the company.
[bookmark: _Hlk198461971][bookmark: _Hlk198461994]Organizational performance represents the overall effectiveness, productivity, and success of the organization (Shrestha, 2019). For organization to deliver its plan, the strategy and the structure must be moving together seamlessly. They involve combing flexible decision making, and sharing the best ideas across the organization, with appropriate levels of management and control from the centre. The organizational structure of a firm must support its strategy (Ikoro & Nwosu, 2017). When introducing a new line of business, organizational structure means figuring out who is responsible for the new business, how many positions should be opened and where in the reporting structure in the new line belongs. Zada and Ismael (2023) concluded that organizations with highly engaged employees tend to experience lower turnover rates, reduced absenteeism, and enhanced
[bookmark: _Hlk198462041][bookmark: _Hlk188428328]employee retention. They suggested further that Engaged employees are more likely to be motivated, satisfied, and committed to their work, resulting in increased loyalty towards the organization. Organization performance according to (Cole, 2004) can be measured in terms of efficiency and efficiency that have bearing on the expected outcome. Human resource planning is a vital component of organizational success, it ensures that organizations prepare for and adapt to changes by anticipating future needs and developing the necessary skills and resources. Despite several studies that have presented the positive effects of human resources on an organization’s performance, the main purpose why this study is conducted is that there are some research gaps that were not fully addressed in previous studies. It is on this basis that the study intends to find out the effect of human resource planning on organizational performances at the federal ministry of education, Abuja in Nigeria.

1.1 Human Resource Planning
Human resource planning helps organizations identify current and future workforce needs as they relate to the overall strategic priorities for the company. It is the steps and processes that organizations take to properly plan their HR requirements and programs to ensure they are in alignment with the company’s strategic plan. Most employees in most organizations have very little interaction with the human resources function. They work with HR during the recruitment and hiring process, the onboarding process and often during termination of employment. In between these two bookends, employees may go years at a time without speaking with HR. The work that goes into HR planning has a direct impact on all employees at an organization. As such, it’s important that this side of the organization is clearly understood by all parties involved. It’s perhaps understandable then that most people inside most organizations are unaware of the tremendous amount of planning that the human resource function engages in on a day-to-day basis. While R&D and product teams work on their product roadmaps, finance and accounting teams plan how and where to spend and invest corporate funds and the sales and marketing teams plan how to drive in more revenue, the HR team is also hard at work planning for the future. Human resource departments need to plan for recruitment and retention, employee training and development, succession, compliance within a dynamic legal and regulatory environment and much more. Here we take a look at the nature of human resource planning, some of the pros and cons, examples, and how it can help organizations of all sizes with their human resource planning needs.
1.2 Organization
[bookmark: _Hlk198462077]Organizations can create and oversee a continuous and successful planning program with minimal upfront help and the sporadic services of an outside facilitator. An organization's desired outcome can be created or manipulated through a series of underlying activities that make up strategic planning. Strategic planning gives particular corporate units, like financial priorities, initiatives, resources, and marketing in overall direction. When there is agreement on the purpose and when most work procedures rely on technology or technical concerns, strategic planning may help increase productivity.  This study surpasses the findings of several studies that cast doubt on the existence of causal linkages between organizational performance and the application of strategic planning. Promoting adaptive thinking, or considering ways to achieve and preserve firm environment alignment, is one of the fundamental goals of strategic planning. Organizations, on the other hand, seem to profit more since they can obtain significant advantages from integration and control in addition to adaptive thinking. While small businesses can profit greatly from adaptive thinking, they most likely stand to lose out on the integration and control parts of strategic planning compared to larger businesses. Strategic planning is a process that guides and advances an organizations’ plans and activities over a long-term horizon to accomplish its mission, goals, and objectives. Large organizations often use this type of planning, which, if formulated correctly, leads to the selection of strategies that bring excellence and leadership to the organization and create a competitive advantage. With the increasing importance of small companies in the worlds’ economic activities, they also need to benefit from strategic planning to succeed in the competitive world, (Osintsev and Khalilian, 2023).
[bookmark: _Hlk198462120]The Federal Ministry of Education (FME) in Abuja, Nigeria is in charge of managing the country's educational system from primary to postsecondary education. The ministry wants to fulfill Nigeria's development needs by enhancing accessibility, relevance, and quality. Formulating a national education policy, gathering and organizing data for planning and funding educational initiatives, ensuring consistent national standards for education, and overseeing the nation's educational system through the Inspectorate Services department within the Ministry are just a few of its duties. The ministry's other duties include developing curricula and syllabuses at the national level in collaboration with other bodies, coordinating international cooperation in educational matters, and harmonizing educational policies and procedures of all the federation's states through the National Council on Education. The ministry's primary responsibility is to ensure that every Nigerian has access to high-quality education in order to foster both national growth and global competitiveness. The goal is to become a top-tier ministry that provides instruction for sustainable growth. Its goal is to create an environment that is favorable to learning while guaranteeing everyone has access to high-quality education. Basic Education, Secondary Education, Postsecondary Education, Science and Technology, Research and Development, Planning and Statistics, Finance and Accounts are the departments that fall under the ministry, (Mandara et al. 2019).
1.3 Objective of the Study
[bookmark: _Hlk198051994]The main purpose of this study is to examine the effect of human resource planning on organizational performance at the federal ministry of education, Nigeria.
1.4 Research Question 
Does human resource planning affect organizational performance at the federal ministry of education, Abuja?
1.5 Research Hypothesis
[bookmark: _Hlk198047879]There is no significant relationship between human resource planning and organizational performance at the federal ministry of education, Abuja.
2.0 Empirical Review
Human resource planning has been a significant concern among scholars and professionals in the
field of human resource management fairly apart from managers in other fields of study. Human
resource planning includes all activities that human resource managers embrace to forecast existing and also future labor force demands. Human resource planning is a procedure of anticipating as well as getting ready for retiring workers' departure and also replaces them with new employees. Elnaga & Imran (2013) emphasize the importance of human resources in organizations, stating that employees play a crucial role in shaping the corporate image and ultimately determining the organization's success or failure. Effective human resource management facilitates managers in formulating plans and recruiting competent personnel, while also providing employees with opportunities to engage in meaningful work and pursue professional growth. Human resource planning is the procedure whereby the administration tries to supply information about the variety of workers it has as well as the anticipated workforce it will require in the future. Human resource planning is a process of event
and also utilizing relevant information to support decisions human resource management on how
[bookmark: _Hlk198462176][bookmark: _Hlk198462192]to spend resources in manpower tasks. The study conducted by (Haque et al., 2016) stated that human resource planning is one of the crucial aspects of human resource management because it helps to ensure the needed manpower for organizational goals. Dalvi (2017) viewed human resources planning as an essential part of an organization. It involves identifying the human potential, skills and abilities available in an organization aimed at realizing goals, productivity and development. To achieve desired productivity performance, effective planning of all human resources is vital in linking individuals with the right jobs base on the requirements. Khan & Abdullah, (2019) stated that human resources planning must have a shift in mindset, design and architecture that put employees at the centre of business and prioritizes experiences, so people are not only able to be productive but be their best selves and reach their highest potential. To achieve this fit, HR practitioners as change agents must discover and apply strategies that can help them navigate through a rapidly changing business climate and tight labour market environment. Human
[bookmark: _Hlk198462246]resources planning touches on all key areas of workforce management. These include recruitment, training and development, forecasting, performance appraisal, compensation, employee retention, succession planning etc. The study conducted by (Khera & Gulati, 2021) argued that validated measurements of human resource planning include projecting manpower demand as well as critical action; appropriate financing, private competence, age of possible applicants, the social history of the applicants; contrast supply against anticipated need and future workforce; employment, training and development, worker retention, succession planning. Based on the above factors of human resource planning components which are adequate funding, individual proficiency, age, and social history. This is because; funding, skills, age, and also a cultural history of every candidate or human resource are significant to the survival of every organization. Recruitment is the process of discovering or selecting and hiring or best-qualified candidates from inside or outside of an organization for a job opportunity. Recruitment is the main function of the HR department and the recruitment process is the first step towards making the competitive quality and the recruitment strategic advantage for the association. For an organization to perform well, the right candidates for the right jobs are to be selected and recruited. This is because the performance of an organization is a measurement of the quality of its employees (Hamza et al., 2021). Outside elements comprise federal government policies, modifications in the political setting as well as economic aspects such as rising cost of living, deflation, and also financial recession. Others are adjustments in modern technology, competition amongst organizations in the same sector; availability of certified employees; changes in an educational atmosphere; demographic characteristics; timespan; lack of intending culture quite in addition to market fads. The internal elements consist of appropriate financing, business framework; business size; company expansion as well as diversity; adjustments in functional time; action to organization growth and labor turnover.
[bookmark: _Hlk198462289][bookmark: _Hlk198462344]Employee’s retention in today's changing labor market is claimed to call for the government to take a look at significant drivers that are basic to employers and potential employees (Avedon, et al. 2010). In order to be a recommended employer, it is highlighted that, it is needed to both draw in new employees to the company and also retain the skill that the company currently employs. It is assumed that, there are several variables that affect the attraction and also retention of workers, along with compensation. It is noted though, compensation is important to competitiveness, it is generally, not only the solitary most important variable to staff members or potential staff members. Individuals would prefer benefiting an organization with which they are proud to be collaborating. 
[bookmark: _Hlk198283637]Oduwusi, (2018) asserts that training and development had positively correlated and claimed a statistically significant relationship with employee performance and effectiveness and can advance organizational growth and success. The Study finds reveal development leads to better employee performance, and training and development both increase employee performance. Organizations need to spend on training and development of their employees for a sustainable long-term competitive edge. Osazevbaru (2023) examined the relationship between human resource planning and the organizational performance of telecom companies in Delta State. The objectives of the study were to; ascertain the relationship between workforce forecasting and organizational performance; determine the relationship between recruitment and selection and organizational performance; examine the relationship between employee training and development and organizational performance and determine the relationship between employee retention and organizational performance. The study employed a cross-sectional research design. A sample size of 169 was selected from the Human Resources executives of Telecom companies. Results from the study revealed that there is a significant relationship between human resources planning (workforce forecasting, recruitment and selection, training and development and employee retention) and organizational performance. Aryal & Singh (2023) investigates the empirical examination of human resource planning in the cooperative sector. It aims to assess the impact of forecasting manpower demand and strategic action on the overall performance of these organisations. This paper aims to provide a comprehensive analysis of the intricate relationship between human resource planning and organisational performance. The exploratory research design was selected as the primary research paradigm to uncover and understand reality. The results of the study suggest a noteworthy correlation between human resource planning and organizational effectiveness. Based on the findings, it is recommended that the cooperative sector and its human resource managers should consistently conduct manpower audits and planning. 
Okafor et al. (2022) examined the effect of human resource planning on organizational performance in the Brewery industry in South-East, Nigeria. The study adopted descriptive survey design and used summary and descriptive statistics as well as regression analysis as the main tools of analysis. Preliminary results indicated that F-Statistic of 18.029 is statistically significant and as such, the model was considered valid for predictions. The regression coefficient showed that 61.7 percent relationship exists between the organizational performance and human resource planning. The coefficient of determination also showed that 52.9 percent variation in the organizational performance can be explained by the effect of human resource planning. Major findings are that human resource planning in the area of forecasting to anticipate employees’ number and skills/expertise level have significant positive effect on organizational performance.
Igbokwe, et al. (2017) examined the effect of manpower planning and development in Lagos State, Nigeria, using the civil service performance as the dependent variable. The study design was descriptive survey. The results of the analysis showed that nature of manpower planning and development curriculum has positive effect on Lagos State Civil Service performance. It showed also that manpower planning and development have positive effect on the attainment of Lagos State objective. It was concluded that the service should among others continue to improve on the current manpower planning strategy and continue to update its manpower development curriculum. Edeh and Dialoke (2020) investigated the effect of human resource planning on organizational performance in the hospitality industry in Nigeria. The study used survey method and the result of the analysis showed that human resource planning dimensions namely; adequate funding, competence, age, and cultural background have significant positive effect on organizational performance. It was concluded that human resource management should focus on financial capability of the firms as well as age, competence and cultural orientation of the prospective employees while making human resource planning.
Dialoke and Dura (2017) examined the effect of human resource planning on organizational performance in a selected media houses in Imo State, Nigeria. The study adopted descriptive survey design. The result of the analysis indicate that workforce planning is significantly associated with organizational performance. The study concludes that effective workforce planning will enhance organizational performance. Anya, Umoh and Worlu (2017) evaluated the effect of human resource planning on organizational performance in the oil and gas industries located in Port Harcourt, Rivers State, Nigeria. Design of the study was descriptive survey and findings suggest that significant positive relationship exists between human resource planning and organizational performance in the sector. The study concludes that manpower audit is very essential in all organizations to determine in advance the demand and supply situation in the organization and labour market prior to the recruitment of employees.
3.0 Materials and Methods
The research design adopted in this study was the quantitative approach where statistical analysis was employed to examine research questions, test hypotheses and establish relationships between the variables of interest. 
3.1 Source of Data
The data utilized in this study was extracted from a research instrument developed by the researchers and administered to departmental director’s deputy directors and senior staff of the FME headquarters, Abuja made up of both open-ended and closed-ended questions. The questionnaire included six (6) questions aimed at providing a comprehensive data in order to answer the research question, objective and hypothesis 
3.2 Population and Sample 
[bookmark: _Hlk190531753]The population of this study constitutes all employees of the Federal Ministry of Education at Head office in Abuja, Nigeria, the population stands as 1797 as at December 2024. The target population of the studied comprises 960 employees of the ministry’s head office while the sample size based on Yamane’s (1967) sample size method with 95 percent confidence interval stood at 774.
3.3 Method of Data Analysis
Appropriate parametric statistical techniques were used to analyze and process the previously classified and gathered information. The study utilized descriptive statistical method like, simple percentage, frequency distribution, mean weighted score, and simple linear regression. Data from the research instrument was processed, sorted and coded into the Statistical Package for Social Science (SPSS) coding sheet. Simple linear regression analysis will be employed to estimate relationship between a organizational performance and human resource planning. The model created for this problem is shown in the equations below.
[bookmark: _qsh70q]
[bookmark: _3as4poj]where Y is the dependent variable representing organizational performance, α0 is the intercept and β1 is the regression coefficients for human resource planning 

4.0 Results and Discussions
This section presents a comprehensive analysis of the results collected in this study. A descriptive analysis that comprised of the frequency distribution, weighted mean score for providing answer to the research question and simple linear regression for the test of statistical hypothesis were presented.
[bookmark: _Hlk198047695]4.1 Answering Research Question
Table 1 presents the item by item’s descriptive analysis of the impact of human resource on organizational performance in the Federal Ministry of Education Nigeria. Interpreting the item one by one, item one shows that respondents agreed that, FME performs a comprehensive human resource planning annually. The mean score of 2.92 supports this evidence. Similarly, the second item shows that respondents are very confident that FME incorporates training and development of staff as a means of facilitating a more reliable and consistent form of human resource growth and control within the organization, this is demonstrated by the mean score of 2.78. Item three on Table 1 also shows that respondents were of the opinion that, federal ministry education human resources planning is based on the required skills, knowledge and abilities of its’ employees. The mean score is 2.87 confirmed this decision by respondents. The fourth item shows that respondents believe that staff of the ministry provides quality trained staff that helps the organization to meet their goals by utilizing the resources at its disposal. This is demonstrated by the mean score of 2.76. Item five indicated that the staff opined that, the ministry’s human resources process leads to fair distribution of work among its staff, the mean score of 3.11 supported this result. Lastly, item six proved that, human resource unit of the ministry assist in effective utilization of human resources. The mean score of 2.80 affirms this result.
[bookmark: _Hlk198052215]The descriptive analysis above also confirmed that, the mean score of all the items and the sectional mean score of 2.88 were greater than the 4-Likert scale average of 2.5. This is an indication that staff of federal ministry of education confirmed that human resource affected organizational performance in the federal ministry of education in Nigeria.

[bookmark: _Hlk198046474][bookmark: _Hlk198047621]Table 1: Frequency Distribution of the Effect of Human Resource on Organization Performance
  in Federal Ministry of Education Nigeria (N = 774)
	Items 
	Responses
	Mean
	Decision

	
	SA
	A
	D
	SD
	
	

	[bookmark: _Hlk198046571][bookmark: _Hlk198053403][bookmark: _Hlk198052304]The FME performs a comprehensive HR Planning annually
	128
	499
	107
	40
	2.92
	Agree

	[bookmark: _Hlk198047021]FME incorporates training and development of staff as a means of facilitating a more reliable and consistent form of human resource growth and control within the organization
	104
	423
	223
	24
	2.78
	Agree

	[bookmark: _Hlk198047100]The FME HR Planning is based on the required skills, knowledge and abilities of its’ employees
	97
	521
	112
	44
	2.87
	Agree

	[bookmark: _Hlk198047237]FME Provides quality trained staff that helps the organization to meet their goals by utilizing the resources at its disposal
	97
	455
	164
	58
	2.76
	Agree

	[bookmark: _Hlk198047332]The HR Planning process in FME leads to fair distribution of work among its staff
	109
	477
	245
	57
	3.11
	Agree

	[bookmark: _Hlk198047454]HR Planning in FME assist in effective utilization of human resources.
	126
	429
	158
	61
	2.80
	Agree

	                                                SECTION MEAN 
	
	2.88
	Agree





4.2 Test of Hypothesis
[bookmark: _Hlk195094399]This section provides the test of hypothesis on the causal relationship between human resource planning and organizational performance at the federal ministry of education, Abuja. The null hypothesis is given as;
[bookmark: _Hlk198049936][bookmark: _Hlk198049760]H0: There is no significant relationship between human resource planning and organizational performance at the federal ministry of education, Nigeria
[bookmark: _Hlk191624945]Dependent Variable: organizational performance
[bookmark: _Hlk198049282]Independent variable: Human resource planning
[bookmark: _Hlk195098235][bookmark: _Hlk184552842][bookmark: _Hlk191624464][bookmark: _Hlk198049539][bookmark: _Hlk195096442][bookmark: _Hlk198050137][bookmark: _Hlk191624239][bookmark: _Hlk191624308][bookmark: _Hlk195096587][bookmark: _Hlk198050246]Table 2 presents the simple linear regression result of the influence of human resource planning on organizational performance at the federal ministry of education in Nigerian. The result revealed that human resource planning with the parameters (β = 1.425, tcal = 17.1, R = 0.55, R2 = 0.30, Adj. R2 = 0.30, Fcal = 159.7, P = 0.00 < 0.05) has a positive and significant influence on the organizational performance at the federal ministry of education in Nigeria. The regression coefficient value of β = 1.425 implies that, human resource planning has a positive and significant effect on organizational performance at the federal ministry of education in Nigeria. Further explanation of the result shows that, if human resource planning improves by one-unit, organizational performance at FME will experience a positive improvement by 1.43 units. The correlation coefficient (R) = 0.55 confirms that, there exist a moderate positive relationship between human resource planning and organizational performance at the federal ministry of education, Abuja. The implication of this result is that, as human resource planning increases, the performance will increase by 55%.
[bookmark: _Hlk198050009][bookmark: _Hlk198050029] The regression coefficient of determination (R2 = 0.303) indicates that human resource planning has accounted for 30.3% of the organizational performance associated in the federal ministry of education Nigeria. By implication, other factors not included in this study may have accounted for the remaining 69.7% problems. The p – value = 0.00, means that the null hypothesis which states that, there is no significant relationship between human resource planning and organizational performance at the federal ministry of education, Nigeria is rejected in favour of the alternative hypothesis which states that, there is a significant relationship between human resource planning and organizational performance at the federal ministry of education, Nigeria. The suggested Simple Linear Regression (SLR) model is given as;
[bookmark: _Hlk191636456]; Where; y = organizational performance and x = human resource planning.
[bookmark: _Hlk195097538]Table 2: Linear Regression Result of Human Resources Planning and Organizational performance
	Variable
	Coef.
	tcal
	Sig.
	R
	R2
	Adj. R2
	F(d.f.)
	ANOVA

	[bookmark: _Hlk180930680](Constant)
	2.33
	17.19
	.000
	.55
	.303
	.301
	159.7 (1, 772)
	.000

	Human resource planning
	1.425
	12.64
	.000
	
	
	
	
	


Dependent Variable: Organizational Performance
Predictor: (Constant), Human resource planning

5.0 Discussion and Conclusion
The purpose of this study was to examine the effect of human resource planning on organizational performance at the federal ministry of education, Nigeria. The study commences with an introduction, then a review of past studies and research methodology where descriptive statistics and simple linear regression was employed to test the statistical hypothesis. The findings from studies revealed that staff of federal ministry of education affirmed that human resource department performs a comprehensive planning annually. The believed that the ministry incorporates training and development of staff as a means of facilitating a more reliable and consistent form of human resource growth and control within the organization. The ministry human resource planning was based on the required skills, knowledge and abilities of its’ employees. The study indicated that human resource planning had a positive and significant influence on the organizational performance at the federal ministry of education in Nigeria. It was also discovered that, there exist a moderate positive and significant relationship between human resource planning and organizational performance at the federal ministry of education, Abuja, which implies that an improvement in human resource planning will lead to an increase in organizational performance by 55%. The results is confirmed by Al-Qudah et al. (2020) who analyze the impact of strategic human resources planning on the organizational performance of Jordanian public shareholding companies for senior management and functional unit managers (human resources, marketing, finance, and accounting). The researchers found out a statistically significant impact of the strategic human resources planning (integration of HRP and strategic planning; strategic participation) on organizational performance. The results showed that adopting the strategic HRP dimensions leads to an increase in an organization’s overall productivity, employee satisfaction and reputation, as well as reduced operating costs. HR managers must understand the effectiveness of strategically designed HR practices across functions. 
[bookmark: _Hlk198053909]Our findings also corroborate with Hani (2021) that examine the impact of human resource planning (HRP) in achieving strategic goal of the firm and organizational productivity. The interaction effect between human resource planning and organizational innovation was found significant and confirmed that the positive relationship between human resource planning and organizational productivity will be stronger when organizational innovation is higher. 
Based on these results, the study concludes that it is important to pay careful attention to and put resources towards things like comprehensive human resource planning, training and development of employee, planning based on required skills, knowledge and abilities of its employees.
One of the things that can also improve organizational performance is the provision of quality trained staff, planning process that will lead to fair distribution of work among staff of FME and effective utilization of human resources.
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