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ABSTRACT
Employee is the blood stream of any business. The success or failure of an organization depends on its employee’s performance. Hence, top management realized the importance of investing in training and development for the sake of improving employee’s performance so as to maximize organizational objectives. This conceptual work aimed at studying the impact of human capital training and development in achieving organization performance taking Shoprite Shopping Mall Ilorin as a case study as well as to provide suggestions on how the organization can improve its employee’s performance through effective training programmes. The study review theoretical literatures that are related to employee’s development through training and development programs, and its effect on employee’s performance, several empirical studies was also reviewed. The research approach adopted for the study conforms to survey research, through the use of questionnaire data were collected and analysed using frequency and percentage distribution methods. Based on this approach, the study found out that effective training and staff development improves organizational performance and is essential in the achievement of organizational objectives. The conclusion therefore is that effective training and staff development improves organizational performance especially when such training and development programmes are channeled towards the goal of the organizations. The study therefore recommends that businesses and large organizations should give utmost attention to training and career development of their employee and should make training selection methods more objective and transparent so as to ensure that the objectives of training and employees’ development are achieved. 
Keywords: Human Capital Personnel Management, Training and Development.
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CHAPTER ONE
1.1	Background to the Study
	According to Odhong et al., (2023), human capital was defined by Bontis et al., (2017) cited in Baron and Armstrong (2019) as the combined intelligence, skills and expertise that gives the organization its distinctive character. This concept of Human Capital (HC) was initially formulated by Theodore Schultz in the early 1990, as a way of explaining the advantages of investing in education on a national scale (Afiouni, 2023) cited in Odhong and Were (2023). According to Omolo (2017), the concept of human capital has played an important role in plays in wage determination. It has also come t o dominate the economic analysis of the education. The emphasis on human capital in organizations reflects the view that market value depends less on tangible resources, but rather on tangible ones, particularly human resources (Kulvisaechana, 2016). 
	Human capital management is concerned with obtaining, analyzing and reporting on data that informs the direction of value adding strategic, investment and operational people management decisions at corporate level and at the level of frontline management The organizations strength and weaknesses in human capital management can be assessed by monitoring performance of HCM drivers act as a catalyst for an  effective  human resource management. The HCM drivers influence how the process is used to generate particular outcomes. Research has shown that approaches will differ between organizations depending on their panned outcomes (Baron et al., 2017.) HCM drivers discussed in this study includes leadership practice, employee engagement, knowledge accessibility, workforce optimization and learning capacity (Bassi et al., 2017). 
	In every sector the accomplishment of any organization gap is tremendously rely on its employees. However, there are different other aspects that perform a major part, an organization need to ensure efficient employees in line with financially dominant and competitive in the market. Therefore, to sustain this valuable human resource, organizations required to be conscious about the job satisfaction and retention of employees. Some of the organizations think that employees are looking for only financial profits from their works. This statement neglects high significance that most of the employees placed themselves on the inherent benefits of their professions. Consequently, it is not just employee job satisfaction and retention but it has undesirable effects on the organizations. Every organization should have the employees, who are capable to swiftly adjust in continuously fluctuating business environment.  Today most of the companies are investing a lots of money on the training and development of employees in order to remain competitive and successfully part of the organization. The importance of training for employees is rapidly growing and organizations are using this tool to compete with their competitors in the market.                
	There is momentous discussion between scholars and professionals that training and development program has effective impact on objectives of employee and organizations. Some of the scholars suggest that training opportunities increase in high employee turnover whereas the other claimed that training is an instrument which is beneficial for employee retention (Colarelli and Montei 2016; Becker 2023), irrespective of all discussion, most of writers agree  that employee training is a complicated human resource practice that can expressively influence on the accomplishment of the organizations. Furthermore, organizations are struggling to get success in the worldwide economy, trying to differentiate on the basis of abilities, information, and enthusiasm of their workforce. Reference to a current report prepared by American Society for Training and Development organizations are spending more than $126 billion yearly on employee training and development (Paradise 2017). Training is an organized method of learning and development which expand the efficiency of individual, group, and the organization (Goldstein and Ford 2022). Development mentions the accomplishments leading to gaining of new abilities and skills for personal growth of employees. Furthermore, it is usually challenging to determine whether a precise exploration study reports to training, development, or both. In the rest of all this assessment, we used the term “training” to mention training and development. 
1.2	Statement of the Problems       
	Works abound in the literature on the impact of human capital training and development in achieving organizational objectives. Individuals, organizations and nations increasingly recognize that high levels of skills and competence are essential to future security and success. It is common knowledge that as individuals acquire more education and training d uring a lifetime, human capital drives the production of goods and services, as well as new innovations in the marketplace. While the economic value of human capital cannot be questioned, an important concern among scholars is if there is any relationship between human capital development and organizational performance. This is the crux of the matter in this study that answer would be provided. 
	Thus, the bone of concern to be examine in this study is to know the exact relationship that exist between employee and training that is, to examine how effective training is one employee performance and the best suitable method to use in training an employee. Finally, these studies will help in solving all these problem.  
1.3	Research Questions 
1. To what extent does human capital management influence organizational performance?  
2. Does management disposition to human capital management have any relationship with career development and organizational performance of employees? 
3. Does human capital training and development have any impact on customers satisfaction? 
1.4	Objectives of the Study
	The general objective of this study is to investigate into the roles played by employee training and development on organizations’ performance taking Shoprite Ilorin as a case study. 
The specific objectives of the study include:
1. To investigate the meaning and importance of Human Capital Training and Development 
2. To examine the relationship between Human Capital Development and employee’s satisfaction. 
3. To examine the relationship between Human Capital Training and development and organizations performance.
1.5	Research Hypothesis 
1. Training and development does not have effect on employee performance. 
2. Human capital variable does not have positive r elation with employee’s satisfaction.
3. Human capital variable does not have positive relation with customer’s satisfaction.  
1.6	Significance of the Study 
Human capital constitutes the most important asset of any organization. This asset organize and every other resources towards the achievement of organization’s objective. The success of any organization therefore depends on the skills and expertise possess by its human resource to mobilize other resources towards the achievement of set goal(s).  
	In view of the above, the significance of human resource in any organization cannot be overemphasized thus, organizations deem it necessary at all stages to engage in the training and development of its human resources. 
In order to prepare their workers to do their job as desired, organizations provides training as to optimize their employee’s potential. Most of the firms, by applying long term planning, invest in the building new skills by their workforce, enabling them to cope with the uncertain conditions that they may face in future, thus, improving the employee performance through superior level of motivation and commitment. When employees recognize their organization interest in them through offering training programs, they in turn apply their best efforts to achieve organizational goals, and show high performance on job.  It is sufficient therefore to understand how training and development of employee skills and expertise are core the achievement of the organizations objectives. This will help organizations to better understand the role played by training and development on their worker’s emotions, motivation and how training help workers to better understand their tasks and to be better perform their duty efficiently. 
1.7	Scope of the Study 
This study comprehensively covers the impact of human capital training and development on organizational performance. However, the study being a case study research limits its scope to Shoprite is a shopping mall located in Ilorin metropolis along Shola Saraki way, Fate road in Ilorin. Time frame is 5years.    

 
1.8	Definitions of Key Terms 
Human Capital: This can be defined as the effectiveness and efficiency management of organization stock of knowledge, skill, ability, competence, experience and capability in the context of today’s rapidly changing environment to accomplish organizational goals and objectives in most effective and efficient manner. 
Personnel Management: This can be regarded as anybody who has control over others to get the work done in an organization it is the home study to employer obtained to develop, utilized, maintain, the right number of employee. 
Training: This can be described as a systematic process of altering the behavior, knowledge, and motivation of employee in a direction to increase the trainee’s effectiveness and to attain organizational goal effectively. It is a kind of remedy for people who did not know to do their work to the actual expectation to meet the established standard of performance. It also preparation of employees for an occupation for specific skills.   
Development: This is concerned with prepared employees for a managerial position so that they can do more with the organization as it develops changes and grows. This will enable them to acquire new skill, technique, technology and view point. It also concerns with a less job than career oriented more with employee potentials that prepared for future use of an organization. 
Profitability: This is concerned with the output of the organization which will determine the survival of the business. 


CHAPTER TWO
2.1	Introduction 
	Several authors have exploded the wide area of human capital training and development. Researchers most especially, in the varied area of management and education have published report about their findings and have express equally varied opinions of this field in discussing our intensions, therefore are to review existing literature in purpose of clear understanding, there is need to define the major concepts involved. 
2.2	Conceptual Framework    
2.2.1	Human Capital Management
	Human Capital Management is concerned with obtaining, analyzing and reporting on data that inform as the direction of value adding strategic, investment and operational people management decisions at corporate level and at the level of frontline management (Baron et al., 2017) cited in Odhong et al., (2023). The organizations strength and weakness in human capital management can be assessed by monitoring performance of HCM drivers and general, improvement or declines in organizations performance can be tied directly to improvements or decline in HCM practices (Bassi et al., 2017). HCM drivers act as a catalyst for an effective human resource management. The HCM drivers influence how the process is used to generate particular outcomes. Research has shown that approaches will differ between organizations depending on their panned outcomes (Baron et al., 2017). HCM drivers discussed in this study includes: leadership practice, employee engagement, knowledge accessibility, workforce optimization and learning capacity (Bassi et al., 2017).
According to Chen, Zhu & Xie (2024), human capital refers to factors as employees’ knowledge, skill, capability, and attitudes in relation to fostering performances which customers are willing to pay for and the company’s profit comes from. It was asserted that human capital development policies can enhance employee satisfaction and it is evident from many research studies that employee satisfaction has positive significant relation with employee performance. According to Peccei (2024). Satisfied employees are more willing to work hard and put in extra effort on behalf of the organization, thus actively contributing to the overall productivity and effectiveness of the system. Employee work performance is multidimensional and significant for organizational success (Dyne, Jehn & Commings, 2022) and effectiveness (Ohly & Fritz, 2020). Work performance is described as synonymous with behavior; it is what people do that can be observed and measured in terms of each individual’s experience or level of contribution (Pulakos, Arad, Donovan & Plamondon, 2020). George and Jones (2018) further indicated that performance can be viewed as an evaluation of the results of a person’s behavior which includes determining how well or poorly a task has been completed. Performance provides a comprehensive picture of subordinate workplace behavior (Kacmar, Collins, Harris & Judge, 2019). 
	The origin of human capital goes back to the emergence of classical economics in 1776, and thereafter developed a scientific theory (Fitzsimons, 1999). After the manifestation of that concept as a theory, Schultz (1961) recognized the human capital as one of important factors f or a national economic growth in the modern economy with the emergence and development of human capital as an academic field, some researchers expansively attempted to clarify how the human capital could contribute t o socio-political development and freedom (Alexander, 1996; Grubb & Lazerson, 2004: Sen, 1999). 
	The concept of human capital can be variously categorized by each perspective of academic fields. The first viewpoint is based on the individual aspects. Schultz (1961) recognized the human capital as ‘something akin to property’ against the concept of labour force in the classical perspective, and conceptualized ‘the productive capacity of human beings in now vastly larger than all other forms of wealth taken together’. Most of researchers have accepted that his thought viewing the capacity of human being is knowledge and skills embedded in an individual (Beach, 2019). Similar to his thought, a few researchers show that the human capital can be closely linked to knowledge, skills, education and abilities (Garavan et al., 2001; Youndt et al., 2004). Rastogi (2022) conceptualizes the human capital as ‘knowledge, competency, attitude and behavior embedded in an individual’. 
	This is the second viewpoint on human capital itself and the accumulation process of it. This perspective stresses on knowledge and skills obtained throughout educational activities such as compulsory education, postsecondary education, and vocational education (De la Fuente & Ciccone, 2022, as cited in Alan at al., 2018). Despite the extension of that concept, this perspective neglects that human being would acquire knowledge and skills throughout his/her own experience. 
	The third is closely linked to the production-oriented perspective of human capital. Romer (2020) refers to the human capital as ‘a fundamental source of economic productivity.’ Rosen (2021) states the human capital as ‘an amalgam of factors such as education, experience, training, intelligence, energy,  work  habits, trustworthiness and initiative that affect the value of a worker’s marginal product’. Considering the production-oriented perspective, the human capital is ‘the stock of skills and knowledge, skills, competencies and attributes in individuals that facilitate the creation of personal, social and economic well-being’ with the social perspective (Rodriguez & Loomis, 2007). 
Consequently, human capital simultaneously  includes both of the instrumental concept to produce certain values and the ‘endogenous’ meaning to self-generate it. In order to dependently/independently create these values, there is no doubt that leaning through education and training can be an important in terms of defining the concept of human capital. Considering that experience can be included as a category of knowledge, the human capital is a synonym of knowledge embedded in individuals. 
2.2.2	Characteristic of Human Capital
a. Indigenous Characteristics
According to Crawford (2021), compared to physical labour, human capital as broad meaning includes expandable, self-generating, transportable, and shareable characteristic. To begin with, the expandable and self-generating characteristics of human capital are closely linked to the possibility that the stock of knowledge increases individuals’ human capital. Furthermore, the increase of human capital can be expanded by either endogenous or exogenous factors. It is possible that relationship between external knowledge, information, skills, experiences, and other knowledge-based factors as well. In the economic perspective, the characteristic of human capital focusing on knowledge can be a core element to solve ‘problem of scarcity’ which little materials is equivalently distributed to economic agents. Throughout expanding and self-generating the human capital, it is sufficiently possible that the portion of that capital as an economic agent is extended.          	
Secondly, the transportable and shareable characteristics of human capital mean that the original holder of knowledge can distribute his-her knowledge to others. On the circumstance that the original knowledge-holder’s exclusive ownership is slightly acceptable, the equivalent distribution between the holders and the takers can be actualized. Consequently, the former  two characteristics extend the ‘volume’ of human capital, and the latter two expand the ‘range’ of human capital. 
b. Impacts of Human Capital
The impact of human capital is largely categorized into three parts: individual, organization, and society. In the perspective of individual in the internal labour market, most of researchers refer t o the possibility of increasing individual income, resulting from the individual productivity (Sidorkin, 2017). Because of the increment of an individual’s productivity on human capital, for the purpose of maximizing organizational profits, most of employers prefer to high-productive individuals. Furthermore, it is considerable that individual mobility increases owing to the improvement of productivity in the internal labour market. By the increase of productivity in the workplace, the high-productive individual is recognized as the worker with much possibility to move to higher level in the internal market (Sicherman, 2018; Galor 2020).
In the perspective of individual in the external market, an unemployed individual’s human capital affects his/her job seeking and employable opportunities (Greider, Denise-Neinhaus, & Statham, 2022; Vinokur et al. 2020). On the internalized human capital, an individual easily holds the possibility to access job-related information with high level of human capital, and thereafter he/she can easily obtain the  occupational chances compared to otherwise. 
With respect to organization, Lepak & Snell (2019) suggest that the potential of human capital is closely linked to core competences and competitiveness  of organization. Similar to this perspective, Edvision & Malone (2017) present individual human capital can affect organizational human capital such as ‘collective competences, organizational routines, company culture and relational capital’ as well.
Finally, the social perspective of human capital is the synthesis of both individual and organizational perspective. McMahon (2019) depicts the possibility of human capital for democracy, human rights, and political stability’ on common consciousness of social constituents. According to Beach (2019), human capital can increase social consciousness of constituents within community consequently, the link between human capital and social consciousness is based on a close inter-relationship resulting in socio-political development (Alexander, 2016; Grubb & Lazerson, 2014; Sen, 2019). 
2.2.3	Concept of Organizational Performance
	This is an analysis of a company’s performance as compared to goals and objectives within corporate organizations. 
	Campbell’s theory defines performance as behavior or action relevant to the attainment of an organization’s goal that can be scaled, that is, measured. Moreover, job performance is defined as what one is paid to do, or what one should be paid to do. The theory states that the measurement options, be they ratings from a supervisor, peer or self, a simulated work sample, or hard criteria (e.g tallying revenue generated, costs saved, customer complaints, or some variant of a computerized performance assessment). 
	Organizational performance is one of the most broadly and extensively used as dependent variables in organizational studies today, and yet, at the same time, it remains one of the most imprecise and loosely-defined constructs. In the strategy literature, the focus of attention on this construct has been concerned almost entirely with financial measures of performance. Conceptually, organizational performance has been defined as the comparison of the value produced by a company with the value owners expected to receive from the company. 
	The literature reveals that studies into the HRM performance have not determined a specific and precise meaning for thwe organizational performance construct. Some studies have used subjective measures to evaluate firm’s performance, such as employee satisfaction, customer satisfaction, executive’s perceptions about the company’s performance, absenteeism, employee commitment, and other behavior aspects, other studies reference various objective measures for evaluating firm’s performance such as financial and market indicators. As a result, there is no common theory concerning organizational performance and researchers utilize different indicators or variables to measure this construct. 
	Organizational performance was succinctly defined by daft (1983) as “the degree to which an organization realized its goals’. However, Monday et al (1990) defined it aptly as “the degree to which an organization produce the intended output” as daft rightly argued. Organizations pursue multiple goals, and such goals must be achieved in the face of competition limited resources, and disagreement among interest groups. Oguntimehin (2001) submitted that organizational effectiveness is the ability to produce desire results.   
2.2.4	Training and Development  
	As defined by Richard Beckhard, “Organization Development” (OD) is a planned, top down, organization-wide effort to increase the organization is effectiveness and health. OD is achieved through interventions in the organization’s “Processes” using behavioral science knowledge (i) According to Wareen Bennies, OD is a complex strategy intended to change the beliefs, attitudes, values and structure of organizations so that they can better adapt to new technologies, markets, and challenges. Warner Burke emphasizes that OD is not just “anything done to better an organization, “it is a particular kind of change process designed to bring about a particular king of end result OD involves organizational reflection, system improvements, planning and self analysis.             
	According to Swart et al., (2015), bridging the performance gap refers to implementing a relevant training intervention for the sake of developing particular skills and abilities of the workers and enhancing employee performance. He further elaborate the concept by stating that training facilitate organization to recognize that its workers are not performing well and a thus their knowledge, skills and attitudes needs to be moulded according to the firm needs. There might be various reasons for poor performance of the employees such as workers may not feel motivated anymore to use their competencies, or may be not confident enough on their capabilities, or they may be facing work-life conflict. All the above aspects must be considered by the firm while selecting most appropriate training intervention that helps organization to solve all problems and enhance employee motivational level to participate and meet firm expectations by showing desired performance. As mentioned by Swart et al. (2025) this employee superior performance occur only because of good quality training program that leads to employee motivation and their needs fulfillment. 
	According to Wright and Geroy (2021), employee competencies changes through effective training programs. It not only improves the overall performance of the employees to effectively perform the current job but also enhance 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.  
2.3	Theoretical Framework
2.3.1	Human Capital Theory 
	The origin of human capital goes back to emergence of classical economics in (1776) and thereafter developed a scientific theory:  the idea of investing in human capital was first developed by Adam Smith (1776), who argued in the Wealth of Nations that differences between the wayus of working of individuals with different levels of education and training reflected differences in the returns necessary to defray the costs of acquiring those skills. Economists such as Elliot (1991) developed the theory of human capital. He is concerned with human capital in terms of the quality, not quantity, of the labour supply. (Baron and Armstrong). After the  manifestation of that concept as a theory, Schultz (1961) recognized the human capital as one of the important factors of national economic growth in the modern economy (Dae-bong, 2009). 
	The theory argues that a person’s formal education determines his or her earning power. Human capital theory holds that it is the key competences, skills, knowledge and abilities of the workforce that contributes to organizations competitive advantage. It focuses attention on resourcing, human resource development, and reward strategies and practices. According t o Human Capital Theory, education is an investment because it is believed that it could potentially bestow private and social benefits. Human capital theorists believe that education and earning power are correlated, which means, theoretically, that the more education one has, the more one can earn, and that the skills, knowledge and abilities that education provides can be transferred into the work in terms of productivity (Dae-bong, 2009). 
2.3.2	Resource Base View  
	Resource Based View (RBV) was articulated into a coherent thory by Wernerfelt (1984). The theory states that the organizational resources and capabilities that are rare, valuable, non-substitutable, and imperfectly imitable form the basis for a firms sustained competitive advantage. RBV suggests that the firm can secure a sustained competitive advantage through facilitating the development of competencies that are firm specific, produce complex social relationship; are embedded in a firm’s history and culture, and generate tacit organizational knowledge (Odhong et al., 2013). This theory recognizes human capital as the most valuable, non-substitutable and imperfectly imitable resource that a firm can successfully utilize to achieve organizational productivity and competitiveness. Resource-based theory is linked to human capital theory in that they both emphasize that investment in people adds to their value to the firm (Baron and Armstrong, 2007).  
	Group contexts how, a system of social categorizations “creates and defines an individual’s own place in society”. He defined social identity as “the individual’s knowledge that he belongs to certain social groups together with some emotional and value significance to him of this group memebership. Similarly, Hogg and Terry (2000) describe multiple factors which influence how people work; social identity theory portends to be unifying theory of organizational behavior because what and how people think as members of social groups influences subsequent behavior and attitudes in social systems. The social identities in organizations serve as important drivers pf performance. How people think as members of groups affects the outcomes of learning interventions. Therefore, social identity is a key input to or driver of learning and performance in organizations. Since, people do the work of organizations in group settings. 
2.4	Empirical Review           
To begin with, Zahid, Talreja and Bai (2015), worked on the “Impact of Human Capital Variables on the Effectiveness of the Organizations” this study was conducted to assess the impact of Human Capital Variables like acquisition of knowledge, skills & expertise of the employees on the satisfaction of the employees and then on the effectiveness of the organizations. Simple random probability method was used for sampling selection & primary data was collected through the use of questionnaires. Independent samples. T-Test showed that both ganders are provided equal chances of human capital development. Effectiveness of the organization was measured by assessing the satisfaction & commitment level of the employees & customers with the organization. Correlation technique employed in the study showed that human capital development has strong significant positive relation with satisfaction level of the employees and customers, which will eventually lead to the organizational performance. This research therefore has a strong implication for employers in their quest to achieve the objectives of their organizations. 
	In Kenya, Odhong, Susan and Omolo, (2024), studied the “Effects of Human Capital Management Drivers on Organizational Performance in Kenya: A Case of Investment and Mortgages Bank Ltd”. The study was anchored on theory of Resource based view, human capital theory, goal theory and contingent leadership theory. The study adopted a case study research design and stratified random sampling Qualitative and quantitative technique of data analysis was used. The study concludes that it is possible to use human capital management drivers to benchmark organizational capabilities, identify human capital management strengths and weakness, and link improvements in specific human capital management practices with improvements in organizational performance and obtain sustainable competitive edge the study concludes that leadership practices, employee engagement, knowledge accessibility, workforce optimization and learning capacity enhance organizational performance. The study also concludes that it is possible to use HCM drivers to benchmark organizational HCM capabilities, identify HCM strengths and weakness, and link improvements or backsliding in specific HCM practices with improvements or shortcomings in organizational performance. 
	Similarly, Asfaw, A.M., Argaw, M.D and Bayissa, L. (2020) examined “The Impact of Training and Development on Employee Performance and Effectiveness”: A Case Study of District Five Administration Office, Bole Sub-City, Addis Ababa, the study employed a cross sectional institutional based quantitative research method. Data were collected using Likert’s scale tool from 100 employees after selecting participants using systematic random sampling technique. Ninety-four complete questionnaires with a response rate of 94% were considered during analysis. The research found that training  and development and employees’ performance positively correlated and also have a statistically significant relationship. The paper therefore recommended that District Five Administration Office shall maintain providing employee training and development activities and ensure the participation of employees in planning, need or skill deficit identification and evaluation of training and development programs. 
	Coming down to Nigeria, in the work by Ogedegbe (2014), “Achieving Organizational Objective through Human Resource Management practices” and the actualization of organizational objectives using data from 201 employees of the Nigeria brewery. Various statistical analytical procedures were applied to validate the samples and address the study’s objectives. Results show that HRM practices is significantly associated with achieving organizational objectives. It also shows that, improving the quality of work induces certain behaviours in the employee who is a source of competitive advantage for the organization. Thus, the research concluded that the training and best human resources practices are key to achieving organizational goals and objectives. 
	Olatunbosun, Orifa, Aina, balogun and Justinah (2019), while working on “Influence of Human Capital Management on Organizational Performance” based their scope on banking industry and raised two research questions to guide the study. A descriptive research design of correlation type was adopted. Data was collected from 62 senior permanent employees across the 5 banks out of 12 commercial banks available in the target study area. Mean statistic and Pearson product moment correlation showed that human capital management has a significant and positive influence on organizational performance. The research therefore recommended among other things that training and development programmes should be prioritized in the banking industries and workers should be made to develop their careers by ensuring their job security and not just being used for the organization growth.
	Aminu (2021), “Assessment of the impact of Employee Training on organizational performance of Vita foam Nigeria Plc”. The study examines the impact of training on workers performance in Vita foam Nigeria plc. Using both field and documentary research method. Data were sourced both primary and secondary using questionnaire and interview methods of data collection. Chi-square was used to test the hypothesis; the research found that one of the roles of the management of the organization is providing adequate room for employee training. It was also found out that employee acknowledge and supported the techniques adopted by the management of the organization in training employee and they also recognized the role of training in improving performance in vita foam Nigeria plc. The research therefore advocate for Employee training to enhance employees’ performance and attainment of organizational goals.   













CHAPTER THREE
METHODOLOGY
3.1	Introduction 
	Research methodology can be defined as those methods used for the study or research in a given problem findings of any nature. Therefore, this chapter shall discuss the method by which data for this research shall be collected. 
3.2	Research Design
	A research design plan, shall guides the data collection and analysis phases of the research study in the frame work specify the type of information collected and the source of data procedure. A research design is the plan structure and strategy investigation conserved so as to obtain answer to research and contain an outline of what the research proposed to do. The structure of the research shall outline or model of how variable are interrelated and strategy of how the objectives will be attained and how the problems encountered in research will tackled. 
3.3	Population of The Study
	These are the entire set of relevant units of analysis or data, the population of these study is one hundred (100). 
3.4	SAMPLE SIZE AND SAMPLING TECHNIQUES 
	A sample is a group in a research study from which information is obtained. The study made use of 100 population size through the use Kreijcie & Morgan (1970) formula stated below. 
	    X2NP(1-P)
	D2(N-1) + X2P(1-P)  

Where 
n = Sample size
X2 = 	chi-square value at degree of freedom of 1.(0.05)
N = 	population size = 100
P = 	50% = 0.5
1 = 	constant value 
d2 = 	level of error = (0.05)2
 n =	 3.84 x 100 x 0.5 x 0.5
 0.052 (100-1) + 3.84 x 0.5 x 0.5
n =	96
	0.2475+0.96
n = 	96
	1.2075
n =	79.5 = 80 sample size
Simple random samplings shall be used and sample size for this study shall be (80) 
3.5	Method of Data Collection 
	This method being a survey research method employs primary data where questionnaire were used to collect information from the sampled respondent. 
3.6	Instrument Data Collection 
	In the collection of data on this study, primary sources of data will be used which include survey method, interview, company record and questionnaire. 
3.7	Method of Data Analysis
	The method to be used by researcher to analyze the data obtained is simple percentage distribution and standard deviation technique.
3.8	Historical Background of Shoprite Shopping Mall 
   	Shoprite Holdings is Nigeria and Africa’s largest retailer. The company has been on aggressive expansion across several cities of Nigeria, but not many Nigerians know the source and history of Shoprite. On its corporate website the company took its time to provide an in depth history of how it started from a supermarket in Cape Town, South Africa to becoming one of Africa’s largest companies. The Shoprite Group of companies started from small beginnings in 1979 with the purchase of a chain of 8 Cape-based supermarkets for R1 million. The next 37years were marked by various acquisitions and innovative expansion strategies that brought it to the R113.69 billion business that Shoprite is today. In 1983 the Group opened its first branch outside the Western Cape-in Harts water in the Northern Cape. At the end of that year, Shoprite opened its 21st outlet in Worcester and celebrated an increase in turnover of almost 600% over the four years of its existence. A year later Shoprite sped up its growth by buying six food stores from Ackermans. In 1986 the Group expanded to the Free State, opening a store in Bloemfontein. Shoprite was listed on the JSE Securities Exchange South Africa with a market capitalization of R29 million. It then owned 33 outlets. Two years later Shoprite ventured over the Vaal River and opened two stores in the former Transvaal province, the first of which is situated in Polo wane (Pietersburg). In 1990 Shoprite opened in Namibia. Within four years of listing on the JSE, Shoprite increased its outlets four-fold by acquiring Grand Bazaars.   







CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.1	Introduction 
	This chapter is concerned with the presentation, analysis and interpretation of data which researcher intend to gather using questionnaire as the instrument as discussed in the previous chapter. This will enable the researcher to break down the response of respondents and also make a scientifically justifiable conclusions that will be easy for future user (s) of the report of this researcher exercise. 
4.2	Data Presentation, Analysis and Interpretation 
	This chapter shall present the data collected through questionnaire in a table which will be followed by an analysis and interpretation of the eighty (80 ) questionnaires distributed to the respondents of Shoprite Shopping Mall, only sixty (60) were returned and therefore, the response of the sixty (60) respondents that returned their questionnaire will be used and the table below shows their response. 
SECTION A:		BIO DATA OF RESPONDENTS
Table 1: Classification of Questionnaire by Gender 
	Gender 
	Frequency 
	Percentage 

	Male 
	25
	42

	Female 
	35
	58

	Total 
	60
	100


Source: Researcher’s Field work, 2025
	From the above, in Shoprite Plc, Ilorin, among the respondents are 42% of male while 58% are female. 
 Table 2:	Age of Respondents 
	Age 
	Frequency 
	Percentage 

	18-30
	35
	58

	31-45 
	15
	25

	46 & above
	10
	17

	Total 
	60
	100


Source: Researcher’s Field work, 2025
	From the above table, 58% of the respondents fall under the range of 18-30, 25% are in the range of 31-40 while 17% are 45 & above. 
Table 3:	Marital Status   
	Marital Status
	Frequency 
	Percentage 

	Married 
	45
	75

	Single 
	15
	25

	Total 
	60
	100


Source: Researcher’s Field work, 2025
From the third table, 75% of the respondents are married while 25% are single. 
Table 4:	Education Qualification 
	Education 
	Frequency 
	Percentage 

	SSCE
	10
	17

	NCE/ND 
	35
	58

	HND/BSc
	15
	25

	Total 
	60
	100


Source: Researcher’s Field work, 2025
	From the above table, the SSCE among the respondents are 17%, the NCE/ND holder are 58%, HND/BSc holders are 25%.
Table 5:	Working Experience  
	Years 
	Frequency 
	Percentage 

	0-5
	50
	83

	6-10 
	10
	17

	Total 
	60
	100


Source: Researcher’s Field work, 2025
	From their years of working experience, those in the range of 0-05 are 83%, those in 6-10 are 17%.
Table 1:	To What Extent Does Human Capital Management Influence Organizational Performance? 
	Response 
	Frequency 
	Percentage 

	Yes 
	50
	83

	No  
	10
	17

	Total 
	60
	100


Source: Researcher’s Field work, 2025
	From the above 83% of the respondent says that human capital management influence organizational performance while 17% of the respondents also said No. 
Table 2:	Does Management Disposition Have Any Relationship with Career Development of Employee in Organizational Performance?   
	Response 
	Frequency 
	Percentage 

	Yes 
	30
	50

	No  
	30
	50

	Total 
	60
	100


Source: Researcher’s Field work, 2025
	From the above, 50% of the respondent says that there is management disposition on career development of an employee while 50% of the respondents also said No. 
Table 3:	Does Human Capital Training  and Development Have Any Impact on Customers Satisfaction 
	Response 
	Frequency 
	Percentage 

	Yes 
	50
	83

	No  
	10
	17

	Total 
	60
	100


Source: Researcher’s Field work, 2025
	From the above 83% of the respondent says that human capital management influence organizational performance while 17% of the respondents also said No. 
Table 4:	Does Human Capital Training and Development Bring About Technology Improvement or Innovation to the Organization? 
	Response 
	Frequency 
	Percentage 

	Yes 
	40
	67

	No  
	20
	33

	Total 
	60
	100


Source: Researcher’s Field work, 2025
	From the above, 67% of the respondent says that human capital training and development brings about technology improvement and innovation to the organization while 33% of the respondents said No. 
Table 5:	Does an Overall Human Capital Management Effort Help the Organization to Achieve its Goals and Objectives?    
	Response 
	Frequency 
	Percentage 

	Yes 
	40
	67

	No  
	20
	33

	Total 
	60
	100


Source: Researcher’s Field work, 2025
	From the above 67% of the respondent says that the overall human capital management efforts helps the organization to achieve its goals and objectives while 33% of the respondents said No. 
Table 6:	Does the Human Capital Policy of the Organization Affect the Performance of the Employee?
	Response 
	Frequency 
	Percentage 

	Yes 
	30
	50

	No  
	30
	50

	Total 
	60
	100


Source: Researcher’s Field work, 2025
From the above 50% of the respondent says that the human capital policy of the organization affect the performance of the employee while 50% of the respondents said No. 
Table 7:	Is the Welfare Service of the Organization Encouraging?
	Response 
	Frequency 
	Percentage 

	Yes 
	45
	75

	No  
	15
	25

	Total 
	60
	100


Source: Researcher’s Field work, 2025
	From the above 75% of the respondent says that the welfare service of the organization is encouraging while 25% of the respondents said No. 
Table 8:	Is the Remuneration of the Organization In Line with the Task Assigned to Employees in this Organization  
	Response 
	Frequency 
	Percentage 

	Yes 
	40
	67

	No  
	20
	33

	Total 
	60
	100


Source: Researcher’s Field work, 2025
	From the above 67% of the respondent says that the remuneration of the organization is in line with the task assigned to the employees while 33% of the respondents said No. 
Table 9:	Does the Leadership Style of the Organization Influenced Employee’s Performance 
	Response 
	Frequency 
	Percentage 

	Yes 
	40
	67

	No  
	20
	33

	Total 
	60
	100


Source: Researcher’s Field work, 2025
	From the above 67% of the respondent says that the leadership style of the organization have influence on the employee’s performance while 33% of the respondents said No. 
Table 10: Do You Think Employee’s Safety is a Priority and Does it Influence their Performance in the Organization?
	Response 
	Frequency 
	Percentage 

	Yes 
	50
	83

	No  
	10
	17

	Total 
	60
	100


Source: Researcher’s Field work, 2025
	From the above 83% of the respondent says that the employee’s safety & security is a priority and has influence on their performance in the organization while 17% of the respondents said No. 
Table 11:	Does Induction and Promotion of Employees have any Impact on the Level of their Productivity? 
	Response 
	Frequency 
	Percentage 

	Yes 
	45
	75

	No  
	15
	25

	Total 
	60
	100


Source: Researcher’s Field work, 2025
	From the above 75% of the respondent says that training of the employees have impact on the level of their productivity while 25% of the respondents said No. 
Table 12:	Do You Think Human Capital Management is Used in the Organization as a Competitive Edge Over Rivals of the Same Operation 
	Response 
	Frequency 
	Percentage 

	Yes 
	30
	50

	No  
	30
	50

	Total 
	60
	100


Source: Researcher’s Field work, 2025
	From the above 50% of the respondent says that the structural arrangement/organizational pattern affect the morale and commitment of employees in the organization while 33% of the respondents said No. 
Table 14:	Does Human Capital Training and Development Brings about Technology Improvement or Innovation to the Organization?
	Response 
	Frequency 
	Percentage 

	Yes 
	50
	83

	No  
	10
	17

	Total 
	60
	100


Source: Researcher’s Field work, 2025
	From the above 83% of the respondent says that human capital training and development brings about technology improvement or innovation to the organization while 17% of the respondents also said No.
4.3	Discussion of Findings (Testing of Hypothesis)
	Based on the table 1 which shows, the (research hypothesis ho1): “human capital management influence organizational performance. Is accepted, because the majority of the respondents agreed to such hypothesis and therefore the hypothesis is positive. Here, conclusion is yes because the number of respondents that answered yes was 85% and those that answer NO was 17%. Also, the (research hypothesis ho2) that state “management disposition have any relationship with career development of employee in organizational performance” is neither accepted nor rejected because the level of acceptance is 50% therefore the hypothesis is either positive or negative. The conclusion cannot be reached. 
	From the argument overall it cannot be concluded that the majority of human capital training and development efforts (in the areas of welfare, salary, training and development, motivation etc) in boosting the organization performance are seems to contribute positively towards the performance, growth and development in achieving organizational objectives (Shoprite shopping mall, Ilorin Kwara State). More so, the (research hypothesis ho3) that state “Does human capital training and development have any impact on customers satisfaction” is accepted because the majority of the respondents agreed with 83% while 17% said NO to such hypothesis so therefore, the hypothesis is positive; “human capital training and development have impact on customer’s satisfaction.   













CHAPTER FIVE
5.1	Summary
	It is a common knowledge that an individual acquired more education and training during a lifestyle. This assertion guided our enquiries into the impact of human capital training and development in achieving organizational goal. 
	This study then proceeds by explaining the theoretical meaning of some important concept that is needed in the study of impact of human capital training and development in achieving organizational goal. This was followed by a review of both theoretical and empirical literatures which are of importance to the study. A major strand of taught formed the basis of this theoretical literature of human capital training and development. This ascertained that human capital training has a great impact on employee development in any organization. From the knowledge gathered through various empirical work related to the subject of interest, it was discovered that, there exist strong relationship between training, development and organizational performance especially in any profit making organization. 
	Following this, as survey method was adopted as a result of questionnaire means of acquiring data which was also affirmed. The data collected was later analysed using simple random sampling techniques and various result interpreted and discussed accordingly. 
5.2	Recommendation 
	From the above research, the researcher recommended as follow based on the hypothesis tested. 
It is advisable for the management to keep on working on the employee in other to influence their performance based on the outcome of these research which gives 83% of people responding positively to these hypotheses and 17% of the respondent responding negative. Series of method can be adopted based on their level of operation. 
	More so, management have to work on disposition of human capital management in relation to career development in order to enhance the level of employee performance due to the level of response given by the respondent which cannot be concluded because the level of response given is both the same.   
5.3	Conclusion 
	Organizational resources and capabilities that are rare, valuable, non-substitutable, and imperfectly imitable form the basis for a firm to sustained competitive advantage. The researcher conclude that the firm can secure a sustained competitive advantage through facilitating the development of competencies that are firm specific, produce complex social relationship are embedded in a firm’s history and culture, and generate tacit organizational knowledge so as to achieve both organizational and employees objectives. 
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Department of Business Administration, 
Institute of Finance and Management Studies,
Kwara State Polytechnic,
Ilorin. 
Dear Sir, 
	This questionnaire is designed to examine the impact of human capital training and development in achieving organizational goal. 
	A Case Study of Shoprite Shopping Mall, Kwara State Ilorin. The questionnaire seeks to know the worker assessment of the training programmes and how here has affected the performance in the organization. 
	This research work is purely for an academic exercise partially loading to the Award of National Diploma Programme (ND) In the Department of Business Administration. 
	Kindly complete to these questionnaire, all information provided would be treated confidentially and shall be used for the purpose of this write up only. 
Your cooperation if highly needed. 
Thanks. 
Yours Faithfully, 

Olabowale Sulihat Temitope
ND/16/BAM/FT/174
 

QUESTIONNAIRE
SECTION A:	BIO-DATA OF RESPONDENTS 
Age: 			18-30  [ ]		31-45   [ ]		46 & above [ ]
Gender:		Male   [ ]		Female [ ]
Marital Status:	Single [ ] 	Married	 [ ]
Educational Qualification:	SSCE [ ]         	ND/NCE [ ]       HND/BSc [ ]	    MSC/MBA [ ]	PHD & above [ ]
Working Experience:	0-5 [ ]		6-10 [ ]		11-15 [ ]	16 & above [ ]
SECTION B:
1. Does management disposition to human capital management have any relationship with career development of employer in your organization? 
Yes [ ]		No [ ]
2. Do human capital management activities contribute to the achievement of business objective in the organization? 	Yes [ ]		No [ ]
3. Is the overall human capital management efforts helps the organization to achieve its goals and objectives? 	Yes [ ]		No [ ]
4. Is the human capital policy of the organization affect the performance of the employee? 	Yes [ ]		No [ ]
5. Is the welfare service of the organization encouraging?  Yes [ ]	No [ ]
6. Is remuneration of the organization commensurate with the task assigned to employees in this organization? 	Yes [ ]	No [ ]
7. Does the leadership style of the organization influenced the employee’s performance? 	Yes [ ]		No [ ]
8. Do y ou think employee’s safety & security is a priority and influencing their performance in the organization? 	Yes [ ]		No [ ]
9. Does induction and promotional training of employees have any impact on the level of their productivity?	Yes [ ]		No [ ]
10. Do you think human capital management is used in the organization as a competitive edge over rivals in the same operation?   Yes [ ]	No [ ]
11. Is the structure arrangement, or organization pattern affect the morale and commitment of the employees? 	Yes [ ]		No [ ]
12. Do the instruction, regulation and policies of the government have any effect on the Shoprite plc? 	Yes [ ]		No [ ]
13. Do you think the basic purpose of your organization is to render the best possible service to the customers? 	Yes [ ]		No [ ]
14. Does human capital training and development bring about technology improvement/innovation to the organization? 	Yes [ ]	 	No [ ]



