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ABSTRACT

The study examined human capital management as a key strategy for fostering economic development among small and medium enterprises (SMEs) in the Ilorin metropolitan area. Human capital management is recognized as a critical asset for business owners striving for economic success. The primary focus was to assess how the interconnected elements of human resource management (HRM) influence the performance and economic activities of SMEs in the region.Utilizing primary data, the research employed multi-stage sampling techniques to identify SME owners across various sub-sectors in Ilorin. A total of 140 individuals were selected, with 109 responses collected for analysis. The findings were presented in frequency tables and percentages. Hypotheses were evaluated using Pearson Product Moment Correlation (PPMC) and regression analysis via SPSS version 25.0, all at a 5% significance level.The results indicated that training and development significantly impacted SME growth, with a confidence level of 95%. The correlation coefficient (R=0.852) demonstrated a strong association between employee involvement and decision-making success in human capital management among SME owners. Positive correlations were found for training (R1=0.955), resource planning (R2=0.966), and employee recognition (R3=0.928) in relation to SME development. Furthermore, the employee incentive system positively affected SME performance, with a p-value of 0.000 (p < 0.05).In conclusion, the study emphasizes the importance of human capital management and its associated HRM components—such as training, resource planning, employee recognition, rewards, and involvement—for business owners in Ilorin. It is recommended that effective resource planning prioritize training and development for all employees, especially those with core competencies, to enhance SME performance in Nigeria.










CHAPTER ONE
INTRODUCTION
1.1 Background to the Study     
Capital management is widely acknowledged among researchers and practitioners as a critical area of study. It encompasses the skills and knowledge acquired through vocational and technical education, as well as on-the-job training (Okojie, 2014). In contrast, human capital development focuses on increasing the number of individuals equipped with the essential skills, education, and experience necessary for a country's economic growth and development (Okojie, 2014).
Becker (2007) asserts that investments in education and workforce training are vital for cultivating human capital. He highlights the connection between human capital and economic growth at both individual and national levels. Consequently, human capital development is essential for providing individuals with the education, skills, and problem-solving abilities required to thrive as productive workers in the global economy of the twenty-first century.
Human capital management specifically addresses the human element within the production process, encompassing the collective knowledge, skills, competencies, and abilities of the workforce (Boztosun, Aksoylu & Ulucak, 2016). Unlike other production factors, humans possess the unique attributes of learning, adaptation, innovation, and creativity.
In the realm of small and medium enterprises (SMEs), the significance of human capital management in economic development is paramount. It serves as a fundamental prerequisite for socio-economic and political transformation. Moreover, effective human capital management and workforce training provide organizations with a competitive edge that is not easily duplicated (Jones, 2000). In the face of a rapidly evolving work environment, organizational complexities, and technological advancements, training becomes crucial for enhancing productivity, improving work quality, and fostering employee loyalty.
The term "small-scale enterprise" differentiates smaller businesses from medium and large-scale industries. Small-scale enterprises typically operate with fewer resources, employees, products, capital, and technology compared to their larger counterparts. These enterprises often utilize local raw materials and technology, aligning with the goal of self-sufficiency. 
1.2 Statement of the Problem
There is an expanding body of research in management and organizational science that explores the role of human capital management and economic development as catalysts for economic growth within organizations. Small Scale Enterprises (SMEs) not only represent significant opportunities for industrialization in Nigeria but also contribute significantly to sustainable growth through tax generation, provision of raw materials, creation of employment opportunities, and poverty alleviation.
In Nigeria, critical challenges such as poor economic conditions, inadequate financing, insufficient infrastructure, and lack of managerial competence have been identified as major factors affecting small-scale enterprises (Obeng et al., 2021). Despite their vital role in the economy, SMEs in Nigeria often face a high failure rate, largely due to competition from larger enterprises that dominate the market, exacerbating the already challenging economic landscape.
1.3 Research Questions
  The study aims to address the following research questions:
How does training and development related to economic growth among business owners of small and medium-sized enterprises (SMEs) in the Ilorin Metropolitan Area?
How does Employee involvement in the decision-making process of human capital management offers several key benefits to business owners of SMEs in the Ilorin Metropolitan Area:
Is there a significant correlation between the human capital management process and the development of SMEs in the Ilorin Metropolitan Area?
1.4 Research Hypotheses
The study formulates the following hypotheses:
H01: There is no significant impact of training and development on economic growth among business owners of SMEs in the Ilorin Metropolitan Area.
H02: There is no significant relationship between employee involvement and the decision-making process of human capital management among business owners of SMEs in the Ilorin Metropolitan Area.
H03: There is no significant relationship between the human capital management process and the development of SMEs in the Ilorin Metropolitan Area.
H04: There is no significant impact of the employee reward system on the organizational performance of SMEs in the Ilorin Metropolis.
1.5 Significance of the Study
This study significantly contributes to the field of Human Resource Management, providing a valuable resource for future scholars and researchers. It highlights the importance of human capital development and manpower training as key drivers of economic growth and their effect on performance levels. The findings will offer insights to small-scale enterprise promoters on how to access funding from microfinance banks and other Microfinance Institutions (MFIs) in Nigeria. Additionally, it will improve their understanding of microfinance complexities, enabling them to navigate operational and administrative challenges more effectively.
1.8 Definitions of Major Terms 
Human Capital Management involves various strategies and activities aimed at recruiting, supporting, and investing in people within an organization. This includes initiatives such as education, training, coaching, mentoring, internships, organizational development, and human resources management. 
Human Capital Development, on the other hand, acknowledges the importance of nurturing and fostering the growth of individuals within organizations. It recognizes that the development and growth of people in businesses are essential assets that contribute to the long-term success of the organization.
Training is a process aimed at improving an employee's skills to a level where they can effectively perform their current job. It involves imparting knowledge, skills, and abilities needed for effective job performance. 
Productivity is a measure of efficiency in production, representing the ratio of output to input. It can be measured in various ways depending on the industry or sector
Manpower is a critical aspect of organizational survival. It refers to the workforce or the human resources within an organization. 










CHAPTER TWO
LITERATURE REVIEW
2.1 Introduction 
This chapter reviews literature that is relevant to this study. The review serves as a framework that guides the analysis of the findings. The review looks at the concept of human capital management and provides an overview of the measures of human capital management as well as the perception of organizational performance.
2.1.1 Concept of Human Capital Management 
Human Capital Management (HCM) encompasses the processes and practices that align employee management and development with organizational business outcomes. It involves recognizing the competencies, knowledge, and personality traits that contribute to labor performance and economic value creation. HCM is understood as the collective knowledge, skills, experience, and other relevant attributes that drive productivity and help achieve strategic objectives.
As a strategic approach to people management, HCM focuses on the knowledge, skills, abilities, and potential for innovation possessed by individuals within an organization. It requires thorough management of every aspect of talent and labor, necessitating a detailed examination of all workforce segments in relation to operational functions.
The concept of human capital refers to the abilities and skills of a workforce, while human capital development is the process of acquiring and enhancing the number of individuals with critical skills, education, and experience essential for economic growth. Human capital constitutes the human factor in production, integrating the combined knowledge, skills, competencies, and abilities of the workforce. It represents a continuous effort to acquire the necessary knowledge and skills to drive sustainable national development and create economic value.

2.1.3 The Concept of Human Capital Development
Human capital refers to the acquired and valuable skills and abilities of individuals within a society. It is increasingly recognized as a critical factor contributing to national wealth. The definition of a nation's wealth now encompasses not only physical capital but also human capital as an essential component for achieving high and sustainable economic growth rates. In light of this understanding, developing countries have made varying efforts to foster human capital accumulation through public education funding and government investments in health and social services.
The human capital concept has shifted the focus of economic development theorists to recognize the significant influence of human capital quality on economic growth. This perspective posits that both the quality and quantity of the labor force are crucial determinants of production. Enhancing labor force quality also generates non-economic benefits, such as fostering innovation and facilitating investment opportunities, which positively impact growth.
2.1.4 Challenges of Human Capital Management:
Challenges of human capital management affects  every  individual  of  a  country,  the  general  consensus  has been  that  there  is  a  high  positive  relationship  between  rise  in  educational expansion and economic development ( Aluko and Aluko, 2011). 
According to Babalola  (2003),  cited  in  Iyeke  (2011),  the  contribution  of  education  to economic growth and development occurs  through  its ability  to  increase  the productivity of  existing labour  force  in various ways. Babalola,  (2003)  and Olamyan  and  Okemakinde  (2008)  posit  that  the  rationale  behind  human capital is based on three arguments: 
a)  	That  a  new  generation must  be  given  the  appropriate  parts  of the knowledge which has already been articulated by previous generations. 
b)  	That a new  generation  should  be  taught  how  existing knowledge  should  be  used  to  develop  new  products,  to introduce  new  processes  and  production  methods  and  social services. 
c) 	 That people must be encouraged entirely to develop new ideas, products, processes and methods through creative approaches. This seems to be a major challenge because realising  these points advanced above  look  impossible due  to  low priority  in budget allocation  to education by the Nigerian government at all levels, vis-a-vis countries like Ivory Coast, Ghana,  Kenya,  South  Africa  and  Zimbabwe  (Aluko  and  Aluko,  2011). 
2.1.6 Operations of Small Scale Enterprise
Prior to the late 19th century, Europe's economy was predominantly controlled by cottage industries and small to medium-scale enterprises. However, the industrial revolution brought about a shift towards mass production, changing the economic landscape. The twin oil shocks of the 1970s disrupted the mass production model and prompted a reevaluation of the role of small and medium-sized enterprises (SMEs) in the global economy (Markson, 1996).
Small businesses have been recognized by economies worldwide, both developed and developing, for their dynamism, innovative ideas, efficiency, and the advantage of faster decision-making processes due to their smaller size (Markson, 1996). However, there is no uniform approach to defining and categorizing SMEs, as different countries use various criteria such as employment generation, asset accumulation, or turnover rate (Markson, 1996; Richard & Richard, 2001). Decision-making processes in small-scale enterprises with 10 to 50 employees tend to be more flexible, leading to a narrower span of control and a shorter chain of command. In contrast, SMEs with over 50 employees may have a broader span of control, potentially hindering quick decision-making (Richard & Richard, 2001).

According to Hayatu (2004), small-scale business operations are driven by dynamic theory, making them efficient and adaptable to constant change. Comparative statistics from developed countries demonstrate how SMEs contribute to employment creation, job growth, and induce change, innovation, and competition. However, Hayatu (2004) also acknowledges conflicting claims about SMEs, particularly regarding their employment potential.
2.1.7 Benefits of Small Scale Enterprises in Nigeria
Many economies (developed and developing) have come to realize the value of small scale businesses. And because of their importance to economic growth and development, government, groups and individual scholars in small-scale business such as (CBN 1998; SMSIES, 2001; and Mark, 2000) submit that SSEs offer the following benefits:
(i) SSEs offer greater opportunities for employment. As the engine room for the development of any economy, they form the bulk of business activities in a growing economy like that of Nigeria. They contribute 30 percent to global Gross Domestic Product (GDP). SSEs employment generation capacity is about 58% of global working population (Akabueze, 2002). Small and medium scale enterprises also play the critical role of principal safety net for the bulk of the population in developing economies and their labour intensity structure accounts for their recognition as a job creation avenue.
(ii) They are the 'seed bed' out of which large enterprises grow. Many large and medium scale enterprises that operate today globally were nurtured from their small status (SMIES, 2001).
(iii) They are independent and can help the dispersion of industry away from the urban areas; and they can help to restrict the market domination of the larger enterprises. SSEs constitute major avenues for income generation and participation in economic activities in the lower income and rural brackets of developing societies, especially in agriculture, trading and services. The employment opportunities they offer apparently reduce rural - urban migration and allows for even development.
(iv) SSEs help in economic growth and industrialization. According to Akabueze (2002), national economic development prospects hinge on entrepreneurial energy of vibrant SMEs, as most big business concern grew from small scale to become big icons and as they grow, they protect nations from the geographical cost-benefit permutation of a few multinationals, who are ever prepared to close up their businesses and relocate at the slightest provocation or indication of economic downturn.
(v) They make better utilization of indigenous resources. The considerable low capital outlay required for setting up SSEs, enables them to convert minimal resource into productive ventures. They also offer veritable outlets for technological advancement, especially in businesses with rudimentary technology requirements.
2.2 Theoretical Review
2.2.1 Human capital theory
Hardly  do  we  discuss  and  analyze  concept  meaningfully  in  the  social sciences without  linking  them  to or understanding  them  from some  theoretical point  of  view. Human capital as a concept can be traced to the classical school of thought in 1776, then as a scientific theory by Fitzsimons (1999).  Schultz (1961) recognized human capital as one of important factors that determine economic growth. He referred to the term human capital as the stock of productive knowledge and skills possessed by workers.  Human capital can be categorized  by ‘something  akin  to  property’  that  is,  knowledge  and  skills  embedded  in  an individual  (Beach,  2009).  
2.2.2The Survival-Based Theory 
The theory of "survival of the fittest," originally introduced in economics by scholars like Schumpeter, Alchian, and Marshall, applies evolutionary concepts to analyze firm competition and economic changes. Herbert Spencer synthesized Darwin's theory of natural selection with Adam Smith's ideas to create Social Darwinism, which suggested that only the strongest competitors thrive, ultimately benefiting society. This perspective, popular in the late 19th and early 20th centuries, accepted ruthless competition as a norm.
However, by the late 20th century, proponents of Neo-Darwinism emerged, emphasizing social solidarity and the interconnectedness of competition and cooperation. This view values ethical business practices, such as trust and loyalty, as essential for surviving competitive markets.
2.3 Empirical Review
Rachel Grace (2013) examined the impact of Human Capital Management (HCM) on operational performance at the Gambia National Water and Electricity Company (NAWEC). Despite the recognized benefits of HCM in research, its implementation in many Human Resource divisions remains limited. This study aimed to explore the relationship between specific Human Resource practices at NAWEC and their effect on the company's operational performance. Utilizing an exploratory research design, the study relied on secondary literature and primary data collected through semi-structured face-to-face interviews. The findings indicated that effective management of HR practices—such as employment security, selective hiring, self-managed teams, high performance-based compensation, training, and information sharing—can significantly enhance operational performance. The research concluded that there is a positive link between HCM and job performance, emphasizing the importance of these practices for managers seeking to improve employee productivity.
Ajisafe (2016) investigated the influence of HCM on organizational performance within the banking sector. The study employed a descriptive correlational research design, gathering data from 62 senior employees across five banks. 

CHAPTER THREE
METHODOLOGY
3.1 Introduction
This chapter outlines the methodological approach used in the study to achieve its research aims and objectives. It details the research design, the population sampled, and the sampling techniques employed. Additionally, the chapter describes the data collection methods and steps taken. Issues of validity and reliability, data analysis processes, and ethical considerations relevant to the study are also discussed.
3.2 Research Design
The research method used in this study is a descriptive survey research design, aimed at assessing the current status of human capital management and its significance for economic development. This survey design enables the researcher to identify the relevant variables and determine how the study’s objectives can be met through questionnaires. This descriptive approach involves systematically gathering, analyzing, and interpreting data to uncover the underlying factors related to the issues prompting the research. Additionally, this design ensures that all respondents have an equal opportunity to participate in the study.
3.2   Population of the Study 
The target population for the study comprises of all Balogun Fulani Microfinance bank, and University of Ilorin Microfinance bank) Ilorin, Kwara State. The second phase of the population of the study contains the selected SME employees Ilorin (Farming, Trading and Manufacturing) in Ilorin, Kwara State.  
Therefore, a sample size is required.  A sample size is said to be a specimens of the real in the case of the total population. The sample size is to be determined after serious consideration of the extent to which the sample can be a fair representation of the whole population. The selected small scale business enterprises used in this study comprises of mobile supermarkets, teaching services, cyber café business, recharge card business, popcorn business, food supply business, real estate business, building materials business, fresh fruit business, palm oil business, roasted snacks business, table water business, soft drinks sales, computer instructor, mobile phones repairs, co planners, hair stylist, greeting cards designers, day care centers, yoghurt making, car wash service, cassava processing poultry farming and waste management.
In order to minimize time and money, the opinion of sampling this would be restricted to the totality of employees at the selected microfinance bank in Ilorin, Kwara State.
3.3	Sample Size and Sampling Technique
A sample size is a subset of the population selected to represent the entire population (Gold, 2015). For this study, a simple random sampling technique will be employed, as it is unbiased and gives all staff an equal chance of selection. According to Saunders (2009), this method enhances the external validity of research findings by ensuring diversity among respondents. By using simple random sampling, the researcher was able to gather responses from SMEs in Ilorin, ensuring the quality of the collected information. The sample size was determined using the Taro Yamane formula.
n = 
Where:
N = population size
n = sample size required
e = allowable error (5%)
Based on the formula above,
n= 
n= .140
Based on Taro Yamane formula, 140 samples will be selected randomly.
3.4 Method of Data Collection
A self-structured questionnaire was developed by the researcher to elicit information from the company's staffs on the objective of this study to assess the effect of the variables. The questionnaire will be divided into five sections (section A to C). Section A deals with information regarding employee’s bio data while section B to C consists of operational items relating to the study. A total number of 140 copies of questionnaire will be administered on the employees. 
3.5   Validity and Reliability
The main objectives of questionnaire in research are to obtain information in most reliable and valid manner. Thus the accuracy and consistency of survey/questionnaire forms a significant aspect of research methodology which is known as validity and reliability. 
Bond (2003) comments that: validity is foremost on the mind of those developing measures and that genuine scientific measurement is foremost in the minds of those who seek valid outcomes from assessment. The reliability coefficient of was derived using Cronbach Alpha to correlate result obtained from the administrations of questionnaire in order to determine the reliability level of the questionnaire. A reliability coefficient of 0.67r was derived which was considered high enough for reliability.
3.6   Method of Data Analysis
The data collected through the questionnaire was collected and analyzed for the purpose of the study. The demographic information was analyzed using Simple percentage and frequency counts. The reliability of the research instrument was tested using Cronbach Alpha. The Cronbach Alpha value should be more than 0.5

CHAPTER FOUR
4.1 Data Presentation, Analysis and Interpretation
This chapter details the statistical analysis conducted to examine the role of human capital management in the economic development of SMEs in the Ilorin metropolitan area. The study employed an interpretive philosophy to explore relationships and utilized various statistical methods, including frequency tables, mean, percentage, Pearson correlation, and regression analysis. The primary objective was to identify the connection between human capital management and SME development in the selected area.
Quantitative data techniques were used, based on responses from questionnaires administered to SME owners and employees, to test the study's null hypotheses. This approach was chosen due to the large population size and the convenience of data collection. A fixed redundant test was conducted to determine whether a fixed or random quantitative data approach should be adopted, confirming a connection between the dependent and independent variables. All hypothesis tests were performed at a significance level of 0.05 (5%).
	Table 4.2.1: Sample Size Returned and Unreturned

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Returned
	109
	77.9
	77.9
	77.9

	
	Unreturned
	31
	22.1
	22.1
	100.0

	
	Total
	141
	100.0
	100.0
	


Source: SPSS Computation, 2025
A total of 140 questionnaires were distributed to gather objective responses, of which 109 were completed accurately and retrieved for data analysis. As shown in Table 4.2.1, the valid returned sample comprised 77.9%, while the unreturned sample accounted for 22.1%. This response rate is deemed satisfactory, exceeding the 60% threshold commonly accepted as a rule of thumb. Thus, the high response rate enhances the reliability and accuracy of the results and findings of this study.
4.3: Socio Demographic Characteristics
This section presents the socio-demographic information of the respondents in frequencies tables and percentages. The study found it crucial to provide evidence of demographic data since it was deemed necessary that such information was a clear indicator of factors that moderately affect the relationship between human capital management and SMEs development in the selected area. The data analysis relied on this demographic profile of the respondents so as to make generalizations and findings useful for decision making progress at present and future dispensation of economic development of SMEs in Ilorin metropolis.
4.3.1. Gender Distribution of the Respondents
The respondents were asked to indicate their gender, this aimed at establishing if study of human capital management in the selected area was gender sensitive, while seeking the view of the employees and to ensure that every individual was given a chance to express their opinion regardless of their gender. The gender distribution of the respondents was indicated in table 4.3.1
	Table 4.3.1: GENDER DISTRIBUTION

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	MALE
	70
	64.2
	64.2
	64.2

	
	FEMALE
	39
	35.8
	35.8
	100.0

	
	Total
	109
	100.0
	100.0
	


Source: SPSS Computation, 2025
It is observed that majority (64.2%) of the respondents were male while 35.8% of the sampled were female. The data showed that majority of respondents were males. This finding shows that 30% constitutional gender rule has been strictly fulfilled in the economic empowerment in favour of female under this study. Hence, considering these figures, activities of human capital management reside most in males than females in SMEs development in Ilorin Metropolis. 
4.3.2. Age Distribution of the Respondents
The respondents were asked to indicate their age, this aimed at establishing if the study was age sensitive while seeking the view of the respondents and to ensure that every individual was given a chance to express their views regardless of the ages. The age distribution of the respondents was indicated in table 4.3.2
	Table 4.3.2: AGE DISTRIBUTION

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	21-30 YEARS
	23
	21.1
	21.1
	21.1

	
	31-40 YEARS
	51
	46.8
	46.8
	67.9

	
	41-50 YEARS
	19
	17.4
	17.4
	85.3

	
	51 YEARS & ABOVE
	16
	14.7
	14.7
	100.0

	
	Total
	109
	100.0
	100.0
	


Source: SPSS Computation, 2025
The age distribution of respondents as presented in table 4.2.1 shows that 23 out of the 109 respondents are in the age bracket of 21-30 years representing 21.1%; 51 respondents representing 46.8% were between 31-40 years in the distribution, 19 respondents representing 17.4% were between 41-50 years and 16 respondents representing 14.7% of the respondents were aged above 50 years. This implies that the age distribution matches the active working age criteria of the sampled SMEs with more than two-thirds found between 21-40 years. Hence, employees in this age group were largely involved in SMEs development in the selected area.
4.3.3. Marital status of the Respondents
The respondents were asked to indicate their marital status in the industry, this aimed at establishing if study was sensitive to the marital status while seeking the view of the employees and to ensure that every individual was given a chance to express their views regardless of the status. The marital status of the respondents was indicated in table 4.3.3
	Table 4.3.3: MARITAL STATUS

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SINGLED
	28
	25.7
	25.7
	25.7

	
	MARRIED
	51
	46.8
	46.8
	72.5

	
	DIVORCED
	16
	14.7
	14.7
	87.2

	
	WIDOW
	5
	4.6
	4.6
	91.7

	
	SEPARATED
	9
	8.3
	8.3
	100.0

	
	Total
	109
	100.0
	100.0
	


Source: SPSS Computation, 2025
51 respondents representing 46.8% indicated they are married while 28 respondents representing 25.7% indicated they are singled. 14.7 of respondents indicate they are divorcée and those widow/separated are 12.9%. This directly implies SMEs activities reside within the married majorities (46.8%) in Ilorin metropolis. This equally means human capital development of married people in the area is higher in small and medium enterprises in the selected area.

4.3.4. Educational Qualification of the Respondents
The respondents were asked to indicate their literacy level, this aimed at establishing if the study was sensitive to the educational qualification while seeking the view of the employees and to ensure that every individual was given a chance to express their views regardless of the literacy level. The educational qualifications of the respondents was indicated in table 4.3.4
	Table 4.3.4: EDUCATIONAL QUALIFIACTION

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SSCE
	19
	17.4
	17.4
	17.4

	
	OND/NCE
	35
	32.1
	32.1
	49.5

	
	BSC/HND
	45
	41.3
	41.3
	90.8

	
	MSC/MBA
	10
	9.2
	9.2
	100.0

	
	Total
	109
	100.0
	100.0
	


Source: SPSS Computation, 2025
19 respondents representing 17.4% were holders of higher school certificate, 35 respondents representing 32.1% are Diploma holders, 45 representing 41.3% were degree holders, 10 respondents representing 9.2% are second degree holders.  This means that literacy cut across the selected employees in the SMEs and all respondents were well enlightened about the study objective which invariably means they have procedural knowledge of human capital management, and how it helps in promoting economic development in the selected SMEs. Simply put, the higher the education level, the more willingness the respondents providing vital information concerning the variables of the study. In that sense, the sample collected well represented the characteristics population of high literacy level and they have a better understanding of work functions relationship between human capital management and organizational performance.
4.3.5. Length of service of the Respondents
The respondents were equally asked to indicate their working experience in the selected SMEs, this aimed at establishing if human capital management was sensitive to the length of service while seeking the view of the employees and to ensure that every individual was given a chance to express their views regardless of the work experience. The working experience of the respondents was indicated in table 4.3.5
	Table 4.3.5: LENGTH OF SERVICE

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	0-5 YEARS
	13
	11.9
	11.9
	11.9

	
	6-10 YEARS
	17
	15.6
	15.6
	27.5

	
	11-15 YEARS
	30
	27.5
	27.5
	55.0

	
	16-20 YEARS
	34
	31.2
	31.2
	86.2

	
	21-25 YEARS
	7
	6.4
	6.4
	92.7

	
	26-30 YEARS
	5
	4.6
	4.6
	97.2

	
	>31 YEARS
	3
	2.8
	2.8
	100.0

	
	Total
	109
	100.0
	100.0
	


Source: SPSS Computation, 2025
On the length of service, 13 (11.9%) of respondents had served for less than five years, 17 (15.6%) of respondents had served between 6 and 10 years, 30 (27.5%) of respondents had served between 11-15 years, 34 respondents representing 31.2% were found in the age bracket of 16-20 years,7 respondents representing 6.4% were found between 21-25 years, 5 respondents representing 4.6% were in the age range of 26-30 years while 3 (2.8%) of respondents had served above 31years. The data show that majority of respondents had served between 16 and 20 years which is considerably a long period, enough to provide significant information concerning human capital management and SMEs development in the selected area.
4.3.6. Job Disposition/Ranks of the Respondents
The respondents were asked to indicate their job disposition, this aimed at establishing if the study was sensitive to job status while seeking the view of the respondents and to ensure that every individual was given a chance to express their views regardless of the level of job disposition. The job disposition of the respondents was indicated in table 4.3.6
	Table 4.3.6 JOB DISPOSITION/RANKS

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	JUNIOR STAFF
	19
	17.4
	17.4
	17.4

	
	INTERMEDIATE
	30
	27.5
	27.5
	45.0

	
	SENIOR STAFF
	40
	36.7
	36.7
	81.7

	
	TOP MANAGEMENT
	20
	18.3
	18.3
	100.0

	
	Total
	109
	100.0
	100.0
	


Source: SPSS Computation, 2025
19 respondents representing 17.4% indicate they are junior staff, 30 respondents representing 27.5% indicate they are intermediate staff, 40 respondents representing 36.7% indicated senior cadre while 20 respondents representing 18.3% were top managers.  This means that the majorities are senior officers and they were able to provide objective responses free from biasness and not decisive but accurate for policy implications of the study
4.3.7. Religion Distribution of the Respondents
The respondents were asked to indicate their religion, this aimed at establishing if the study was religion sensitive while seeking the view of the respondents and to ensure that every individual was given a chance to express their views regardless of their religious belief. The religion distribution of the respondents was indicated in table 4.3.7
	Table 4.3.7 RELIGION BACKGROUND

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	CHRISTIAN
	30
	27.5
	27.5
	27.5

	
	MUSLIM
	56
	51.4
	51,4
	78.9

	
	TRADITIONAL
	13
	11.9
	11.9
	90.8

	
	OTHERS
	10
	9.2
	9.2
	100.0

	
	Total
	109
	100.0
	100.0
	


Source: SPSS Computation, 2025
35 respondents representing 27.5% indicate they are Christians, 51 respondents representing 51.4% indicate they are Muslims while 13 respondents representing 11.9% indicated belief in African traditional religions, while 10 respondents representing 9.2% believed in others.  This means that Muslims are the majorities in the sampled area which invariably implies that the study’s areas are predominantly dominated by Muslim but with minorities Christians interaction in the community.
4.4 DATA ANLYSIS ACCORDING TO THE RESEARCH QUESTIONS
A) Perceived Response of Human Capital Management in the Organizational Settings of Economic Development of SMEs in Ilorin Metropolis

	Table 4.4.1: Your organization is Human Capital Management driven.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	10
	9.2
	9.2
	9.2

	
	D
	14
	12.8
	12.8
	22.0

	
	U
	13
	11.9
	11.9
	33.9

	
	A
	40
	36.7
	36.7
	70.6

	
	SA
	32
	29.4
	29.4
	100.0

	
	Total
	109
	100.0
	100.0
	


Source: SPSS Computation, 2025
This question was sought to investigate whether human capital management is proactively used in organization’s settings of SMEs development in Ilorin metropolis. 10 respondents representing 9.2% disagree strongly that the organization is not driven by human capital management, 14 respondents representing 12.8% disagreed, 13 respondents representing 11.9% were neither agreed nor disagree, 40 respondents representing 36.7% agreed and also another 32 respondents representing 29.4% agreed strongly. This implies there is sufficient evidence to support the claim that majority of respondent agreed that the organization settings of SMEs development is driven by human capital management in the selected area.

	Table 4.4.2: Resources are often available to drive Human Capital management in my organization.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	6
	5.5
	5.5
	5.5

	
	D
	19
	17.4
	17.4
	22.9

	
	U
	18
	16.5
	16.5
	39.4

	
	A
	33
	30.3
	30.3
	69.7

	
	SA
	33
	30.3
	30.3
	100.0

	
	Total
	109
	100.0
	100.0
	


Source: SPSS Computation, 2025
This question is a priority of the previous asked question, which was sought to investigate whether resources available for upgrading the capacity of human capital management in organization’s settings of SMEs development in Ilorin metropolis. 6 respondents representing 5.5% disagree strongly that the resource available is not readily available for upgrading capacity of human capital development of SMEs, 19 respondents representing 17.4% disagreed, 18 respondents representing 16.5% were neither agreed nor disagree, 33 respondents representing 30.3% agree and also another 33 respondents representing 30.3% agree strongly on the claim. This implies there is sufficient evidence to support the claim that resources are readily available for upgrading capacity of human capital management in the organization settings of SMEs development in Ilorin Metropolis.


	Table 4.4.3: Training and development is considered very important to human capital management.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	4
	3.7
	3.7
	3.7

	
	D
	3
	2.8
	2.8
	6.4

	
	U
	11
	10.1
	10.1
	16.5

	
	A
	51
	46.8
	46.8
	63.3

	
	SA
	40
	36.7
	36.7
	100.0

	
	Total
	109
	100.0
	100.0
	


Source: SPSS Computation, 2025
This question was sought to investigate whether training and development is part of upgrading capacity of human capital management in the organization’s settings of SMEs in the selected area. 4 respondents representing 3.3% disagree strongly that training and development is considered very important to human capital management. 3 respondents representing 2.8% disagreed, 11 respondents representing 10.1% were neither agreed nor disagree, 51 respondents representing 46.8% agreed and also another 40 respondents representing 30.3% equally agreed strongly on the claim. This implies there is sufficient evidence to support the claim that training and development is a driven tool for capacity building of human capital management in the organization settings of SMEs in Ilorin metropolis.
	Table 4.4.4: Most human capital developmental programme in your organization help to improve organizational performance.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	3
	2.8
	2.8
	2.8

	
	D
	6
	5.5
	5.5
	8.3

	
	U
	5
	4.6
	4.6
	12.8

	
	A
	69
	63.3
	63.3
	76.1

	
	SA
	26
	23.9
	23.9
	100.0

	
	Total
	109
	100.0
	100.0
	


Source: SPSS Computation, 2025
This question was sought to investigate whether organizational performance improved through capacity building of human capital management in SMEs development in Ilorin. 3 respondents representing 2.8% disagree strongly that most human capital developmental programme does not  help to improve organizational performance, 6 respondents representing 5.5% disagreed, 5 respondents representing 4.6% were neither agreed nor disagree, 69 respondents representing 63.3% agree and also another 26 respondents representing 23.9% agree strongly on the claim. This implies there is sufficient evidence to support the claim that most human capital developmental programme in the organization help to improve performance of SMEs in the selected area.
	Table 4.4.5:  Human Capital Management provides us with sufficient opportunity for growth with the organization.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	2
	1.8
	1.8
	1.8

	
	D
	4
	3.7
	3.7
	5.5

	
	U
	6
	5.5
	5.5
	11.0

	
	A
	76
	69.7
	69.7
	80.7

	
	SA
	21
	19.3
	19.3
	100.0

	
	Total
	109
	100.0
	100.0
	


Source: SPSS Computation, 2025
This question was sought to investigate whether corporate growth is enhanced through capacity building of human capital management among SMEs owners in Ilorin. 2 respondents representing 1.8% disagree strongly that corporate growth is not fulfilling through human capital developmental programme, 4 respondents representing 3.7% disagreed, 6 respondents representing 5.5% were neither agreed nor disagree, 76 respondents representing 69.7% agree and also another 21 respondents representing 19.3% agreed strongly on the claim. This implies there is sufficient evidence to support the claim that corporate growth is enhanced through capacity building of human capital developmental programme of SMEs in Ilorin.
B) Economic Development Appraisal of Human Capital Management in Organizational Settings Of SMEs in Ilorin Metropolis
	Table 4.2.6: Human capital development call for economic development in my organization.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	3
	2.8
	2.8
	2.8

	
	D
	13
	11.9
	11.9
	14.7

	
	U
	17
	15.6
	15.6
	30.3

	
	A
	59
	54.1
	54.1
	84.4

	
	SA
	17
	15.6
	15.6
	100.0

	
	Total
	109
	100.0
	100.0
	


Source: SPSS Computation, 2025
This question was sought to investigate economic development appraisal achieved through capacity building of human capital management among SMEs in Ilorin Metropolis. 3 respondents representing 2.8% disagree strongly that appraisal settings of SMEs development is not achievable through capacity building of human capital developmental programme, 13 respondents representing 11.9% disagreed, 17 respondents representing 15.6% were neither agreed nor disagree, 59 respondents representing 54.1% agree and also another 17 respondents representing 15.6% agreed strongly on the claim. This implies there is sufficient evidence to support the claim that SMEs appraisal level economically improved through human capital developmental programme in the selected area.
	Table 4.2.7: Training is a strategy used by my organization to enhance economic development.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	3
	2.8
	2.8
	2.8

	
	D
	6
	5.5
	5.5
	8.3

	
	U
	13
	11.9
	11.9
	20.2

	
	A
	63
	57.8
	57.8
	78.0

	
	SA
	24
	22.0
	22.0
	100.0

	
	Total
	109
	100.0
	100.0
	


Source: SPSS Computation, 2025
This question was sought to investigate whether training of employees is part of the initiative of human capital management to enhances development of SMEs in Ilorin metropolis. 3 respondents representing 2.8% disagree strongly that training is not part of a strategy for tapping the benefits of  human capital developmental programme, 6 respondents representing 5.5% disagreed, 13 respondents representing 11.9% were neither agreed nor disagree, 63 respondents representing 57.8% agree and also another 24 respondents representing 22% agreed strongly on the claim. This implies there is sufficient evidence to support the claim that training of employees is part of appraisal settings used as a strategy to overhaul human capital management for the enhanced development of SMEs in Ilorin metropolis.
4.3 DISCUSSION OF FINDINGS 
The demographic profile of respondents revealed that the selected SMEs were gender-sensitive, with a majority (64.2%) of respondents being male and 35.8% female. This indicates that males are the predominant employees in SMEs within the Ilorin metropolis, with human capital management activities involving more males than females. The age distribution aligns with the active working age, as over two-thirds of respondents were between 21 and 40 years old. All respondents demonstrated a good level of literacy and procedural knowledge of human capital management, which contributed to providing objective responses. The collected sample accurately represented a population with a high literacy level, enhancing understanding of the relationship between human capital management and organizational performance. Most respondents had significant experience, serving between 16 and 20 years, which provided valuable insights into human capital management and SME performance. Additionally, many respondents held senior positions, allowing them to provide unbiased and informed responses, thereby strengthening the study's findings and policy implications.Research hypothesis 1 indicated that a 1% increase in employee training and development led to over a 100% increase in SME development. Conversely, if training and development (TRD) were absent, SME development would decrease by 33.8%. This underscores the critical importance of training and development in enhancing SME growth, suggesting that business owners in Ilorin should prioritize these elements in their human capital management strategies.
CHAPTER FIVE
5.0 SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS 
5.1 Summary of Findings 
[bookmark: _Hlk15066771]This chapter presents the findings, conclusions, and recommendations related to the problems identified in the research questions. The study aimed to explore the relationship between specific HRM practices among SME owners and how these practices contribute to human capital management and the development of SMEs in Ilorin. Insights were gathered from both management and employees, revealing that effective training, resource planning, employee recognition, and reward systems—when properly managed within existing HR policies—can significantly enhance SME performance.
The findings indicate a positive impact of these HR practices on the organizational performance of SMEs in Ilorin. Notably, employee training in human capital management was highlighted as crucial. The study emphasized the need for a comprehensive review and reengineering of training policies, as effective training and development are essential for improving organizational performance and fostering better understanding and coordination among employees.
5.2 Conclusion  
It can be concluded from the findings of the study that the relevant of human capital management and its bundle of HRM among business owners in Ilorin metropolis reside mostly in; training, resource planning, employee recognitions, rewards and employee involvement. Advertently, most of these practices especially training and employee involvement in decision making have a great desire outcomes which has more repressive effect on SMEs performance in Ilorin Metropolis. This pointed to the fact that policies are either available among business owners in the area or communicated to staff which make the management to feel obliged and committed to the chosen elements of human capital management simply because they are benefited from training and development or allows employee voices in decision making to be heard and recognized them by given them awards. Consequently, the majority of  business owners in the area do see the resource planning, rewards and recognitions being fair and equitable in the activities surrounding the development of SMEs. This general feeling of fair treatment is a growing demand that human capital management are seen to have relationship with the economic development of SMEs and to some extent seen as a contributing factor to the organizational performance of in Ilorin metropolis.  
5.3 Recommendations 
Based on the findings, the following recommendations are proposed for SME owners regarding human capital management:
i. Collaboration with Training Centers: Management should prioritize collaboration with training centers through the National Training Authority to develop curricula that equip employees with the necessary skills for small businesses. It is recommended to recruit directly from senior high schools and provide internal training for SME employees prior to selection. This approach will significantly enhance training and development, leading to improved performance.
ii. Employee Involvement in Decision-Making: The research highlights the importance of involving employees in decision-making processes within SMEs. It is recommended that management actively seek employees' opinions on issues that affect their work and lives. This practice will facilitate the effective implementation of decisions and create an environment that encourages innovative thinking and improved efficiency.
iii. Focused Resource Planning: Effective resource planning should be directed toward training and development initiatives for all staff, particularly those identified as having core competencies. This will enhance overall performance in SMEs.
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