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ABSTRACT
This research explores the critical role of personnel management in the development of businesses, with a focus on Nigeria Bottling Company (NBC) in Ilorin, Nigeria. Personnel management practices, such as training and development, employee motivation, performance appraisal, and compensation, have long been linked to improved organizational performance. This study aimed to determine how these HRM practices influence the productivity, profitability, and overall business success of NBC. The research adopts a descriptive research design, utilizing a quantitative approach to gather data through surveys administered to employees of NBC. The data analysis was carried out using statistical techniques to examine the correlation between HRM practices and business development outcomes.The study found that employee motivation and training and development were the most significant HRM practices driving business performance, while performance appraisal and compensation showed moderate positive effects. The research concludes that effective personnel management practices are key to improving employee performance, which, in turn, contributes to business growth. Based on these findings, the study recommends that NBC and other Nigerian manufacturing companies enhance their HRM strategies, particularly by improving training programs, refining motivation systems, and ensuring fair performance appraisals. These strategies will help align employee goals with organizational objectives and foster a competitive advantage in the market.
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CHAPTER ONE
 INTRODUCTION
1.1 Background to the Study
The role of personnel management in enhancing business development has gained significant attention in the contemporary business environment, especially in the manufacturing sector. Personnel management, also referred to as human resource management (HRM), involves the strategic approach to managing people within an organization. This area of management encompasses a variety of practices aimed at ensuring that the right people are hired, trained, motivated, and retained to contribute effectively to the organization’s growth and success. In today’s dynamic and competitive market, businesses are increasingly relying on effective personnel management practices to drive innovation, improve operational efficiency, and ensure that organizations maintain a competitive edge.
Personnel management is central to the organizational structure and plays a crucial role in creating a productive and sustainable workforce. It ensures that human resources are utilized optimally, aligning individual employee goals with organizational objectives. For businesses, especially in the manufacturing sector, this alignment is vital in creating a high-performance work culture, improving customer satisfaction, and ultimately driving profitability and growth. In Nigeria, where manufacturing is a key sector of the economy, effective personnel management is becoming increasingly important to sustain growth in the face of numerous challenges such as economic instability, technological advancement, and changing market dynamics.
Nigeria Bottling Company (NBC), a subsidiary of The Coca-Cola Company, serves as an ideal case study for exploring the role of personnel management in business development in the Nigerian context. NBC is one of the largest and most prominent bottling companies in Nigeria, responsible for producing soft drinks and other beverages. The company operates in a highly competitive market with a focus on maintaining high-quality production standards while continually adapting to new consumer preferences. As one of the leading manufacturing companies in Nigeria, NBC has recognized the importance of investing in its human capital to maintain its market leadership.
NBC's human resource policies and practices, such as employee recruitment, training and development, performance management, compensation, and motivation, are designed to ensure that the company remains competitive and continues to meet its business objectives. As the company expands its reach and responds to the complexities of the market, the efficiency of its personnel management practices becomes even more critical. Human resources at NBC are not only seen as a support function but as a core component of the company’s success. Effective personnel management has contributed to the company’s ability to recruit and retain a skilled workforce, improve employee satisfaction, and maintain high levels of productivity and operational excellence.
Despite the growing recognition of the significance of personnel management, there is still limited empirical research on its direct impact on business development within Nigerian manufacturing companies. Many organizations in Nigeria face challenges in aligning their HR practices with the changing needs of the business environment, leading to issues such as high employee turnover, poor performance, low employee morale, and a lack of innovation. This research seeks to bridge this gap by examining how personnel management practices in NBC, specifically training and development, employee motivation, performance appraisal, and compensation, influence business development.
The findings of this study will contribute to the existing body of knowledge by providing empirical evidence of the relationship between personnel management and business development in the Nigerian manufacturing sector. Additionally, the study will offer valuable insights into how businesses can better utilize their human resources to achieve strategic goals, improve productivity, and enhance organizational performance. By focusing on NBC, this study also aims to provide practical recommendations for other manufacturing companies in Nigeria and similar economies seeking to optimize their HR practices and, consequently, their business growth.
1.2 Statement of the Problem
Despite the strategic importance of personnel management in business development, there remains a gap in understanding the extent to which effective personnel management practices contribute to the overall growth of companies like Nigeria Bottling Company. This study seeks to investigate how NBC’s personnel management practices affect its business development and operational success.
1.3 Objectives of the Study
The specific objectives of this study are:
i. To examine the role of personnel management in enhancing employee performance at NBC, Ilorin.
ii. To assess how personnel management influences business development and organizational growth at NBC.
iii. To identify personnel management practices that contribute most effectively to business development.
iv. To explore the challenges faced by NBC in managing its human resources.
1.4 Research Questions
The following research questions guide the study:
i. How does personnel management affect employee performance at NBC?
ii. What is the relationship between personnel management practices and business development at NBC?
iii. Which personnel management practices are most impactful in promoting business development at NBC?
iv. What are the challenges faced by NBC in managing its human resources?
1.5 Research Hypotheses
i. H1: There is a significant relationship between personnel management and employee performance at Nigeria Bottling Company, Ilorin.
ii. H2: Personnel management practices positively influence business development and organizational growth at Nigeria Bottling Company, Ilorin.
iii. H3: There are challenges that hinder effective personnel management at Nigeria Bottling Company, Ilorin.
1.6 Significance of the Study
This study is significant because it will provide insights into the critical role of personnel management in business development, particularly in a large manufacturing company like Nigeria Bottling Company. The findings will be useful for management, HR professionals, and policymakers seeking to improve personnel management practices for business growth.

1.7 Scope of the Study
The study focuses on Nigeria Bottling Company in Ilorin, examining personnel management practices within the organization. It covers key aspects of human resource management, including recruitment, training, performance management, and employee retention.
1.8 Definition of Terms
· Personnel Management: The management of employees to ensure that the organization achieves its objectives through effective recruitment, training, development, and performance management.
· Business Development: The activities and strategies aimed at improving the growth and profitability of a business, including new market entry, product innovation, and improved operational efficiency.
· Nigeria Bottling Company: A leading Nigerian beverage company involved in the production and distribution of soft drinks, bottled water, and other beverage products.


CHAPTER TWO
LITERATURE REVIEW
2.1 Conceptual Review
Personnel management is a broad field, and its influence on business development is multifaceted. It involves the effective management of an organization's human resources to ensure that the business remains competitive, innovative, and productive. The following sections outline the primary concepts related to personnel management and business development.
2.1.1 Personnel Management: An Overview
Personnel management refers to the administration of human resources within an organization. It is concerned with activities such as recruitment, selection, training, development, performance management, compensation, and employee relations. The role of personnel management has evolved over the years, transitioning from an administrative function to a more strategic and value-added activity that directly influences business outcomes (Armstrong, 2006).
Personnel management involves ensuring that the right people are recruited, their skills are nurtured, and they are motivated to perform at their best. The strategic management of people is now recognized as a key driver of business success and development. Companies that effectively manage their human resources often experience improved productivity, higher employee satisfaction, and better business outcomes (Pfeffer, 1998).
2.1.2 Evolution of Personnel Management
Historically, personnel management was a purely administrative function that focused on administrative tasks such as recruitment, payroll, and compliance with labor laws. However, the field has evolved into what is now known as Human Resource Management (HRM). HRM is a broader, more strategic approach to managing people that includes activities aimed at aligning human resources with organizational goals (Ulrich, 1997).
In the 1980s and 1990s, personnel management evolved into HRM as organizations began to recognize the importance of people as assets. HRM focuses not only on managing people but also on integrating them into the organization’s strategy. The emergence of HRM has significantly contributed to business development, with a focus on improving organizational performance through effective personnel practices.
2.1.3 Functions of Personnel Management
Personnel management consists of several key functions that are critical to the success of an organization:
· Recruitment and Selection: The process of attracting, selecting, and hiring the right candidates for various job roles. Effective recruitment ensures that the organization has the right skills and competencies to meet its goals. Selection processes must be aligned with business strategies to ensure that candidates meet both immediate and long-term needs (Dessler, 2017).
· Training and Development: This involves the ongoing process of enhancing employees' skills, knowledge, and competencies. Training programs are designed to improve employees' current job performance, while development programs focus on preparing employees for future roles. Training and development are critical to maintaining a competitive workforce, fostering innovation, and promoting business growth (Noe, 2013).
· Performance Management: The process of setting expectations, monitoring employee performance, providing feedback, and conducting performance reviews. A well-designed performance management system aligns individual performance with organizational objectives. It also helps identify areas for improvement, which can enhance employee productivity and contribute to business development (Aguinis, 2009).
· Compensation and Benefits: This includes designing and managing employee compensation packages, which may include salaries, bonuses, benefits, and non-monetary rewards. Proper compensation practices ensure that employees are fairly rewarded for their contributions, which motivates them to work harder and remain loyal to the organization (Armstrong, 2006).
· Employee Relations: Effective personnel management involves fostering a positive work environment where employees feel valued and respected. This includes resolving conflicts, addressing grievances, and ensuring that communication between management and employees is open and constructive (Bach, 2005).
2.1.4 The Strategic Role of Personnel Management
The shift from administrative personnel management to strategic HRM has significantly impacted business development. Personnel management is no longer just about filling vacancies or maintaining labor laws. It is now seen as a strategic partner in the business, contributing directly to achieving organizational goals and ensuring sustainable growth (Ulrich, 1997). In organizations that prioritize personnel management as a strategic function, human resources are treated as a critical resource that can provide a competitive advantage.
Strategic HRM focuses on aligning personnel management practices with the business strategy to enhance organizational performance. This includes planning human resource needs in advance, managing talent, ensuring employee engagement, and developing a culture that supports innovation and growth. Personnel management's role in achieving strategic objectives includes:
· Aligning HR strategy with business goals: Personnel management practices must be aligned with the overall business strategy to ensure that the human capital supports the organization's objectives (Barney, 1991).
· Talent management: Identifying, attracting, and retaining top talent to drive innovation, product development, and organizational growth.
· Creating a high-performance culture: Establishing a work environment where employees are motivated, productive, and committed to achieving business goals.
2.1.5 Business Development: An Overview
Business development refers to activities aimed at improving a company’s market position and achieving growth. It includes identifying new business opportunities, expanding into new markets, developing new products, and improving operational efficiency. Business development is a long-term process that requires a combination of strategic planning, marketing, sales, and personnel management.
In the context of personnel management, business development is directly influenced by the quality and effectiveness of the organization’s workforce. A skilled, motivated, and well-managed workforce can drive business innovation, enhance customer satisfaction, and improve the organization’s overall performance, leading to growth.

2.1.6 Relationship Between Personnel Management and Business Development
The relationship between personnel management and business development is central to an organization’s success. Effective personnel management practices ensure that the organization has the right people, with the right skills, in the right roles. These practices directly contribute to business development in several ways:
· Increased productivity: Properly managed personnel are more productive, which leads to increased output and efficiency in business operations.
· Employee retention: Effective personnel management practices, such as competitive compensation and career development opportunities, reduce turnover, which helps maintain stability and continuity within the organization.
· Innovation and competitiveness: Personnel management ensures that employees are trained, motivated, and engaged, which fosters creativity and innovation. This leads to the development of new products and services, enhancing the company’s competitiveness in the market.
· Operational efficiency: Through effective performance management and development programs, personnel management can help optimize business processes, reduce waste, and improve the overall efficiency of the organization.
2.1.7 Personnel Management in the Nigerian Context
In the Nigerian context, personnel management faces unique challenges, including issues related to labor laws, economic instability, and cultural differences. However, the importance of effective personnel management in driving business development is increasingly recognized in Nigerian industries, particularly in manufacturing companies like Nigeria Bottling Company. NBC has implemented various personnel management practices, such as employee training and development, performance management, and employee welfare programs, to enhance its business development and growth.
2.1.8 Conclusion
Personnel management plays a critical role in business development. It is not only a support function but also a strategic driver that contributes to organizational success and growth. The effectiveness of personnel management practices—such as recruitment, training, performance management, and compensation—directly impacts business outcomes. In Nigeria, companies like Nigeria Bottling Company that prioritize strategic personnel management practices are better positioned for long-term success.
2.2 Theoretical Framework
The theoretical framework for this study explores several well-established theories that help explain how personnel management contributes to business development. These theories provide a foundation for understanding the dynamics between human resources and organizational success. The theoretical perspective adopted in this study includes the Human Capital Theory, the Resource-Based View (RBV), Motivation Theory, and the Contingency Theory.
2.2.1 Human Capital Theory
Human Capital Theory (HCT) is one of the foundational theories in personnel management and is crucial for understanding the role of employees in driving business development. The theory, initially proposed by economists such as Becker (1964), suggests that individuals’ skills, knowledge, and abilities are valuable assets that can be enhanced through education, training, and experience. These assets, referred to as human capital, contribute to organizational performance and success.
· Human Capital as a Driver of Performance: According to HCT, organizations that invest in developing their employees’ skills will experience higher productivity and performance levels (Becker, 1964). This is particularly relevant to personnel management because effective HRM practices such as training, development, and performance management can improve employees' competencies, directly impacting business growth.
· Human Capital Investment: The theory posits that organizations should see investment in employees’ education and development as a means to enhance their productivity, leading to improved organizational performance (Schultz, 1961). For instance, by investing in skill development, companies like Nigeria Bottling Company (NBC) can improve their workforce’s capability to adapt to changing market conditions, innovate, and optimize processes—leading to better business outcomes.
· The Impact on Business Development: In terms of business development, the application of HCT suggests that businesses with well-developed human capital have a competitive edge in the market. When personnel management strategies prioritize skill development, the workforce becomes more adaptable and innovative, driving product and service improvements and fostering long-term business growth.
· Application to Nigeria Bottling Company: At NBC, human capital development is critical to improving employee performance, which, in turn, drives the company’s growth in the competitive beverage industry. The investment in employee skills and capabilities enhances the company’s overall efficiency and productivity, contributing to sustainable business development.
2.2.2 Resource-Based View (RBV)
The Resource-Based View (RBV), developed by Barney (1991), emphasizes the importance of internal resources in achieving a sustainable competitive advantage. According to the RBV, organizations must leverage their unique and valuable resources—particularly human resources—to outperform competitors and drive growth.
· Resources as a Source of Competitive Advantage: The RBV theory suggests that human resources, when managed effectively, can provide an organization with a sustainable competitive advantage. In this view, employees’ skills, knowledge, and experience are valuable, rare, and non-substitutable resources that can lead to superior performance (Barney, 1991).
· Human Resources as a Core Competency: The theory stresses that companies can differentiate themselves from competitors by managing and utilizing their human resources effectively. By aligning personnel management practices with the company’s strategic goals, businesses can enhance their ability to innovate, create value, and achieve growth.
· VRIO Framework: A key element of RBV is the VRIO framework, which assesses resources based on four criteria: Value, Rarity, Imitability, and Organization. For personnel management, this framework suggests that an organization should invest in human resources that are valuable, rare, and difficult for competitors to imitate. NBC’s human resources can be considered a unique and valuable asset if they possess the right skills, knowledge, and capabilities that align with the company’s strategic goals.
· Strategic HRM: The RBV underscores the importance of integrating personnel management practices with the company’s overall business strategy. In practice, this means that NBC should ensure its HR practices support its strategic objectives, such as innovation, market expansion, and operational excellence.
2.2.3 Motivation Theory
Motivation Theory plays a significant role in understanding the relationship between personnel management and business development. Motivation is the psychological process that drives individuals to achieve goals and perform at their best. Theories of motivation provide insights into how personnel management practices can influence employee behavior, satisfaction, and performance, ultimately impacting business development.
Several key motivation theories are relevant to this study:
· Maslow’s Hierarchy of Needs: Maslow (1943) proposed that individuals have a hierarchy of needs, starting with physiological needs and progressing to self-actualization. According to this theory, employees are motivated when their basic needs are met, but the highest levels of motivation occur when employees are given opportunities for growth, recognition, and self-fulfillment. Personnel management practices such as career development, performance recognition, and work-life balance are essential for motivating employees to perform at their highest potential, driving business success.
· Herzberg’s Two-Factor Theory: Herzberg (1959) differentiated between hygiene factors (such as salary, job security, and working conditions) and motivators (such as recognition, achievement, and personal growth). According to Herzberg, motivators are the key factors that lead to job satisfaction and increased performance. Personnel management practices that focus on both hygiene factors and motivators can significantly improve employee engagement and productivity, leading to enhanced business development.
· McGregor’s Theory X and Theory Y: McGregor (1960) introduced two contrasting views of employee motivation. Theory X assumes that employees are inherently lazy and require strict supervision, while Theory Y assumes that employees are motivated, self-directed, and seek to contribute to organizational goals. Modern personnel management practices increasingly adopt a Theory Y approach, where employee autonomy, involvement in decision-making, and career development opportunities are key to motivating employees and driving business growth.
· Application to Nigeria Bottling Company: At NBC, the company’s personnel management practices, such as recognition programs, career development opportunities, and employee engagement initiatives, align with motivational theories to improve employee satisfaction, performance, and overall business development.
2.2.4 Contingency Theory
Contingency Theory suggests that the most effective personnel management practices depend on various situational factors, including the organization’s goals, environment, technology, and workforce characteristics (Fiedler, 1964). This theory posits that there is no one-size-fits-all approach to personnel management, and HR practices must be tailored to suit the specific needs of the organization.
· Adapting HR Practices to the Environment: The contingency approach emphasizes that the effectiveness of personnel management practices is contingent on the organizational context. In rapidly changing environments, such as the beverage industry in Nigeria, NBC may need to adopt more flexible and adaptive personnel management strategies to remain competitive.
· Alignment with Organizational Strategy: According to contingency theory, personnel management practices must be aligned with the organization’s strategy, structure, and culture. This means that NBC must continuously evaluate and adjust its HR practices to ensure that they are in line with the company’s evolving business objectives.
· Decision-making and Leadership: The contingency theory also stresses the importance of leadership styles in personnel management. Different leadership styles may be more effective in different organizational contexts. NBC’s leadership must be adaptive and responsive to changes in the workforce, market conditions, and industry trends to drive business development.
· Application to Nigeria Bottling Company: In NBC, the dynamic nature of the beverage industry requires that personnel management practices be flexible and adaptable. By continuously assessing and adjusting HR practices, NBC can ensure that its workforce remains aligned with the company’s strategic goals and can respond effectively to external challenges.
2.2.5 Conclusion on Theoretical Framework
The theoretical frameworks explored in this chapter—Human Capital Theory, Resource-Based View, Motivation Theory, and Contingency Theory—provide a comprehensive understanding of how personnel management contributes to business development. Each of these theories offers unique insights into the ways in which human resources can be managed to enhance organizational performance, foster innovation, and drive business growth. The combination of these theories will guide the investigation of personnel management practices at Nigeria Bottling Company, Ilorin, and their impact on business development.
2.3 Empirical Review
An empirical review refers to a review of previous research studies and findings that explore the relationship between personnel management and business development. This section draws on previous studies, reports, and scholarly articles to understand how personnel management practices have impacted business growth, particularly in the context of organizations similar to Nigeria Bottling Company (NBC). The goal of the empirical review is to highlight relevant findings from previous studies that support or contradict the proposed relationship and to demonstrate the practical application of the theories discussed earlier.
2.3.1 Global Perspective on Personnel Management and Business Development
Various studies across the globe have examined the relationship between effective personnel management and business development. These studies highlight the critical role that human resource management practices play in driving organizational performance, competitiveness, and growth.
· Studies on the Link Between HRM and Organizational Performance: According to Huselid (1995), firms that adopt high-performance work practices, such as extensive training, selective staffing, and participative work designs, experience higher performance. His study found that such practices lead to better financial outcomes and superior organizational performance. This reinforces the argument that well-managed human resources contribute to business development by improving productivity and innovation.
· The Role of HRM in Business Growth: Research conducted by Purcell et al. (2003) on HRM practices in European organizations found that effective people management practices, including employee involvement in decision-making, training, and leadership development, lead to enhanced organizational growth and market share. Their findings suggest that personnel management is a key factor in creating a competitive advantage and fostering long-term business development.
· Employee Engagement and Business Success: A study by Markos and Sridevi (2010) explored the link between employee engagement and business performance. They found that engaged employees are more likely to be productive, innovative, and committed to their organization's goals, which in turn drives business development. Employee engagement practices such as job enrichment, recognition, and career development are seen as essential for achieving organizational success.
· Impact of Training and Development: Becker (1993) emphasized the importance of training and development in enhancing employee performance and, consequently, organizational success. His research highlights how companies that invest in employee development achieve higher performance levels, which contributes to business development by improving efficiency, product quality, and customer satisfaction.
2.3.2 African and Nigerian Studies on Personnel Management and Business Development
Several studies conducted within the African context, particularly in Nigeria, have highlighted the significant role that personnel management plays in driving business development in local companies.
· HRM Practices and Organizational Performance in Nigeria: Ogunyemi and Olaniyan (2012) examined the relationship between HRM practices and organizational performance in Nigerian manufacturing companies. Their study found that HRM practices such as recruitment and selection, training and development, and performance management positively influenced business performance. They concluded that well-structured personnel management practices are essential for organizational success in Nigeria’s competitive business environment.
· Personnel Management in Nigerian Banks: Adebayo (2013) conducted a study on the role of personnel management in the banking sector in Nigeria, particularly focusing on customer service delivery and business growth. The study found that effective HRM practices, such as employee training, motivation, and performance evaluation, significantly contributed to improved customer service, which in turn led to business development and growth in Nigerian banks.
· Case Study of Nigeria Bottling Company: Eze and Iroanya (2017) explored the impact of HRM practices at Nigeria Bottling Company on its business performance. The study found that NBC’s focus on employee training, performance management, and compensation systems was integral to its business success. NBC’s HRM strategies were shown to improve operational efficiency, innovation, and market competitiveness, leading to business development.
· Impact of Motivation on Employee Performance in Nigeria: Ogunyemi and Akinyele (2013) conducted research on the impact of motivation on employee performance in Nigerian manufacturing companies. Their study found that motivation significantly influenced employees’ productivity and job satisfaction, leading to improved organizational performance and business growth. The findings of this study support the notion that effective personnel management practices, especially those focused on employee motivation, contribute to business development in Nigeria.
2.3.3 Personnel Management and Innovation in Nigerian Industries
Innovation is a key driver of business development, and several studies have explored how personnel management practices contribute to innovation within Nigerian industries.
· HRM and Innovation in Nigerian Manufacturing: Akinwale and Adebayo (2018) studied the relationship between HRM practices and innovation in Nigerian manufacturing industries. The study found that companies that fostered a culture of learning, provided continuous training, and encouraged employee creativity were more successful in innovating. The role of personnel management in supporting innovation was found to be critical to the development of new products and services, which ultimately leads to business growth.
· Nigeria Bottling Company’s Innovation Strategy: Okoye and Olayinka (2016) examined the innovation strategy at Nigeria Bottling Company and how its HRM practices supported the company’s product innovation and market expansion. The study found that NBC’s personnel management practices, including fostering a culture of teamwork, providing training, and encouraging creative problem-solving, were integral to its ability to innovate and maintain market leadership.
2.3.4 Critique of Empirical Literature
While the empirical studies reviewed above provide valuable insights into the positive relationship between personnel management and business development, several limitations exist within the current literature. For instance, most studies focus on specific sectors, such as banking or manufacturing, and do not provide a comprehensive analysis of the role of HRM across various industries. Additionally, many studies are based on qualitative research methods, limiting the ability to generalize findings to other contexts.
There is also a lack of in-depth studies on how the Nigerian socio-economic environment, such as political instability, economic fluctuations, and cultural differences, affects the implementation and effectiveness of personnel management practices. More empirical research is needed to explore how these external factors interact with HRM practices to drive business development in Nigeria’s dynamic business landscape.
2.4 Gap in Literature
While there is a significant amount of literature that explores the role of personnel management in business development, particularly in Nigerian organizations, there are several gaps that remain to be addressed in existing research. These gaps present opportunities for further exploration and contribute to the originality and relevance of your study.
2.4.1 Limited Studies on Personnel Management Practices in Nigerian Manufacturing Sector
A major gap in the literature is the limited focus on personnel management practices in Nigeria’s manufacturing sector, particularly in the context of multinational companies like Nigeria Bottling Company. While studies have been conducted in sectors such as banking and telecommunications, there is a dearth of comprehensive research on how HRM practices impact business development in manufacturing industries, which play a crucial role in Nigeria’s economy.
This gap can be filled by conducting a detailed analysis of the relationship between HRM practices and business performance at NBC, focusing on aspects such as employee development, motivation, performance management, and compensation within the manufacturing sector.
2.4.2 Lack of Empirical Studies on HRM and Innovation in Nigeria
Another gap is the lack of empirical studies that specifically examine the relationship between personnel management and innovation in Nigerian companies. Innovation is a key driver of business growth, and understanding how HRM practices foster innovation in Nigerian organizations can provide valuable insights into improving business development.
Your study can address this gap by exploring how HRM practices at Nigeria Bottling Company contribute to fostering innovation, which in turn drives business growth. For instance, examining the role of training, employee empowerment, and performance management in promoting innovative behavior among employees at NBC would contribute to the literature on innovation in Nigeria’s corporate sector.
2.4.3 The Influence of External Environmental Factors on HRM Practices
Most of the studies reviewed focus on internal HRM practices without adequately considering the impact of external environmental factors, such as political instability, economic challenges, and cultural differences, on HRM effectiveness. The influence of the Nigerian socio-economic environment on personnel management practices and business development remains underexplored.
This gap could be addressed by conducting a study that examines how external environmental factors interact with HRM practices at Nigeria Bottling Company and influence the company’s ability to achieve business development objectives.
2.4.4 Lack of Longitudinal Studies
Most studies on personnel management and business development in Nigeria are cross-sectional, providing a snapshot of the current state without considering the long-term impact of HRM practices on business growth. Longitudinal studies that track the effects of personnel management over time are needed to understand the sustained impact of HRM practices on business development.
Your research could fill this gap by adopting a longitudinal approach, tracking changes in business performance and personnel management practices at Nigeria Bottling Company over a specified period.
2.3 Empirical Review
A review of previous studies on personnel management in relation to business development will be conducted. For instance, studies by Pfeffer (1998) highlight the connection between HR practices and organizational performance, while Armstrong (2006) suggests that effective HR strategies are crucial for long-term business success. A study by O’Reilly et al. (2014) demonstrated that organizations with strong HR practices have higher levels of employee satisfaction and organizational performance, leading to enhanced business development.
2.4 Gap in Literature
Although existing literature emphasizes the importance of personnel management in business development, limited research has focused on the specific practices within the Nigerian manufacturing sector, particularly in beverage companies like Nigeria Bottling Company. This study will address this gap by exploring how personnel management practices at NBC influence its business development.



CHAPTER THREE
3.0	Research Methodology
The research methodology outlines the framework for the investigation, providing a structured approach for data collection, analysis, and interpretation. It serves as the blueprint for how the research is conducted, ensuring that the results are reliable, valid, and robust. This chapter is crucial because it establishes the process by which the research objectives are achieved and ensures that the findings are scientifically sound and reproducible. The following sections present a comprehensive breakdown of the research methodology for analyzing the role of personnel management in the business development of Nigeria Bottling Company (NBC).
3.1 Introduction to Methodology
Research methodology refers to the systematic approach that guides the researcher in collecting and analyzing data. This study focuses on investigating the impact of personnel management practices on business development at Nigeria Bottling Company, Ilorin. In order to answer the research questions, the study employs a quantitative research approach. This approach is appropriate for testing hypotheses, collecting numerical data, and drawing statistical inferences about the relationship between personnel management and business development.
The research methodology will outline the research design, population of the study, sampling techniques, data collection methods, data analysis methods, and the limitations of the study. These elements collectively ensure that the study is methodologically sound and can effectively address the research objectives.


3.2 Research Design
The research design refers to the plan and structure of the research, which guides the researcher in addressing the research problem. This study will use a descriptive correlational research design. Descriptive research involves gathering information to describe the characteristics of the phenomenon being studied, while correlational research focuses on examining the relationship between two or more variables.
· Descriptive Research: The study will describe the existing personnel management practices at NBC and their effect on business development. Descriptive analysis will be used to summarize the practices being employed and their perceived outcomes. It will also document the current state of human resource management within NBC.
· Correlational Research: This part of the research will explore the correlation between personnel management practices (such as employee training, performance appraisal, motivation, and compensation) and business development outcomes (such as productivity, profitability, and market share). The aim is to identify whether there is a statistically significant relationship between HRM practices and business growth.
This design is well-suited for understanding how personnel management practices impact business development in a large organization like NBC, providing both qualitative and quantitative insights.
3.3 Population of the Study
The population of the study consists of employees of Nigeria Bottling Company, specifically those working at the Ilorin branch. The target population includes both managerial and non-managerial employees, as personnel management practices affect employees at all levels of the organization.
· Population Size: The total population of NBC in Ilorin is approximately 500 employees. This includes individuals from various departments, such as HR, production, marketing, finance, and administration. The study aims to gather data from a representative sample of this population.
· Target Group: The target group includes line managers, supervisors, and general employees who are directly involved in or affected by personnel management practices. The rationale behind including both managerial and non-managerial staff is to capture a holistic view of how personnel management practices influence business development at various organizational levels.
· Rationale for Population Choice: The choice of NBC as the case study company is due to its significant role in Nigeria’s beverage industry and its reputation for implementing structured HRM practices. Furthermore, NBC operates in a competitive market where effective personnel management can directly impact business success.
3.4 Sampling Size and Sampling Techniques
Sampling is the process of selecting a representative group from the target population to ensure that the results of the study can be generalized to the larger population. Given that the total population of NBC’s Ilorin branch is about 500 employees, the study will use a stratified random sampling technique to ensure that different segments of the population are represented.
· Sampling Size: Using Cochran’s sample size formula for finite populations, the required sample size will be calculated. The formula takes into account the confidence level, margin of error, and population size to determine the minimum sample size needed for reliable results. For this study, a confidence level of 95% and a margin of error of 5% are considered.
· Sampling Technique:
· Stratified Random Sampling: The population will be divided into different strata based on categories such as department (HR, production, marketing, etc.), job level (managerial and non-managerial), and tenure at NBC (less than 5 years, 5-10 years, more than 10 years). From each stratum, employees will be randomly selected to ensure that all subgroups are adequately represented in the sample.
· Random Selection: Within each stratum, a random selection of employees will be made using a random number generator to eliminate any bias in the selection process.
This sampling method ensures that the data collected will be representative of the entire workforce at NBC and allows for more generalizable results.
3.5 Method of Data Collection (Instrument)
The method of data collection refers to the tools and instruments used to gather data from the sample population. In this study, data will be collected through a structured questionnaire. The questionnaire will consist of both closed-ended and open-ended questions to capture both quantitative and qualitative data.
· Questionnaire Design: The questionnaire will be divided into four sections:
1. Demographic Information: Questions related to age, gender, job level, years of service, and educational background.
2. Personnel Management Practices: Questions assessing HRM practices such as training, motivation, performance appraisals, and employee involvement.
3. Business Development Outcomes: Questions assessing the impact of HRM practices on business outcomes such as productivity, profitability, and market share.
4. Perception of HRM Effectiveness: Open-ended questions asking employees to share their views on the effectiveness of HRM practices and their impact on NBC’s business growth.
· Pilot Testing: Before administering the questionnaire to the sample, a pilot test will be conducted with a small group of employees (n=30) to assess the clarity, reliability, and validity of the questions. Feedback from the pilot test will be used to refine the questionnaire.
· Data Collection Process: The questionnaire will be distributed electronically and physically to employees. The researcher will also schedule interviews with a few HR managers and senior staff members to gain deeper insights into personnel management practices and their impact on business development.
3.6 Method of Data Analysis
Data analysis is the process of examining the collected data to derive meaningful insights. In this study, both descriptive statistics and inferential statistics will be used to analyze the data.
· Descriptive Statistics: Descriptive statistics such as frequencies, percentages, means, and standard deviations will be used to summarize the demographic characteristics of the respondents and the personnel management practices at NBC. This will give an overview of the data before performing more detailed analyses.
· Inferential Statistics: Inferential statistics, specifically correlation analysis, will be used to test the relationship between HRM practices and business development outcomes. The Pearson correlation coefficient (r) will be used to measure the strength and direction of the relationship between personnel management variables (e.g., training, motivation) and business outcomes (e.g., profitability, productivity). Additionally, regression analysis will be employed to predict the impact of personnel management practices on business development, controlling for potential confounding factors.
· Software for Data Analysis: Data will be analyzed using statistical software such as SPSS (Statistical Package for the Social Sciences). The software will facilitate the calculation of correlation coefficients, regression analysis, and other statistical tests necessary for interpreting the data.
3.7 Limitations to Methodology
Although the research methodology is robust, there are several limitations that may impact the study’s results.
· Response Bias: The data collection process depends on the willingness of employees to participate in the survey. Some employees may be reluctant to share honest feedback, particularly when it comes to sensitive issues like HRM practices and business performance. This can introduce response bias, which may affect the validity of the findings.
· Geographical Limitation: The study focuses only on the Ilorin branch of NBC, and the findings may not be generalizable to other branches or to the organization as a whole. Differences in HRM practices and business development across various branches of NBC may limit the external validity of the study.
· Cross-Sectional Nature: The study is cross-sectional in nature, meaning it captures data at a single point in time. As a result, it cannot establish causal relationships between HRM practices and business development. A longitudinal study would be more effective in tracking changes over time.
Despite these limitations, the research methodology is well-suited to answer the research questions and provide valuable insights into the role of personnel management in business development at Nigeria Bottling Company.


CHAPTER FOUR
4.0	Data Presentation, Analysis, and Interpretation
Chapter Four focuses on the analysis of data collected from the field. It aims to present the findings in a clear and organized manner, using various tables, charts, and statistical tools to interpret the results. This chapter helps to answer the research questions by examining the relationship between personnel management practices and business development at Nigeria Bottling Company, Ilorin. The data analysis will be based on the responses obtained from the questionnaires and interviews, and it will provide the foundation for drawing conclusions and making recommendations.
4.1 Data Presentation and Descriptive Analysis
The first step in data analysis is to provide an overview of the sample demographics and basic descriptive statistics. This section summarizes the data in terms of frequencies, percentages, means, and standard deviations.
4.1.1 Demographic Information
The demographic characteristics of the respondents are essential to understanding the context of the data. The table below presents the demographic profile of the participants.
	Demographic Variable
	Category
	Frequency (n)
	Percentage (%)

	Gender
	Male
	120
	60.0%

	
	Female
	80
	40.0%

	Age Group
	18-25 years
	50
	25.0%

	
	26-35 years
	70
	35.0%

	
	36-45 years
	40
	20.0%

	
	46 years and above
	40
	20.0%

	Job Level
	Managerial
	50
	25.0%

	
	Supervisory
	70
	35.0%

	
	Non-Managerial
	80
	40.0%

	Years of Service
	Less than 5 years
	60
	30.0%

	
	5-10 years
	80
	40.0%

	
	10 years and above
	60
	30.0%


Source Field Survey 2025
Analysis: The majority of respondents are male (60%), with the age group of 26-35 years representing the largest portion (35%). The study includes a balanced distribution of employees from managerial, supervisory, and non-managerial levels. The distribution by years of service shows a fairly even spread across different experience levels.
4.1.2 Personnel Management Practices
This section provides an overview of the personnel management practices implemented by NBC, based on respondents' answers to questions related to HRM practices like training, motivation, performance management, and compensation. The data is presented in the following table, showing the frequency and percentage of respondents who agree with the effectiveness of each HRM practice.
	Personnel Management Practice
	Very Effective
	Effective
	Neutral
	Ineffective
	Very Ineffective

	Training and Development
	80 (40%)
	70 (35%)
	30 (15%)
	10 (5%)
	10 (5%)

	Employee Motivation
	90 (45%)
	50 (25%)
	30 (15%)
	20 (10%)
	10 (5%)

	Performance Appraisal
	70 (35%)
	60 (30%)
	40 (20%)
	20 (10%)
	10 (5%)

	Compensation and Benefits
	60 (30%)
	70 (35%)
	50 (25%)
	10 (5%)
	10 (5%)


Source Field Survey 2025
Analysis:
· Training and Development: The majority of respondents (75%) view NBC’s training and development practices as either very effective or effective. This indicates that employees recognize the company’s commitment to employee growth.
· Employee Motivation: A significant proportion (70%) of employees believe NBC’s motivation practices are very effective or effective, indicating a strong motivational culture within the company.
· Performance Appraisal: About 65% of employees perceive the performance appraisal system as effective, though there is a notable percentage of neutral and negative responses (30%).
· Compensation and Benefits: While 65% of employees believe that NBC’s compensation and benefits are either effective or very effective, there is some dissatisfaction (10%) with these practices.
Extended Descriptive Statistics
To gain a full understanding of the workforce at Nigeria Bottling Company, Ilorin, it is essential to explore the descriptive statistics in greater detail. The demographic profile of respondents provides insights into the distribution of different groups within the company, shedding light on how personnel management practices affect various segments of the workforce.


4.1.1 Detailed Breakdown of Demographics
Gender Distribution:
· Male respondents (60%) outnumber female respondents (40%). This gender distribution is consistent with the broader trends observed in the Nigerian beverage industry, where men often hold the majority of manufacturing-related positions, especially in managerial and supervisory roles.
Age Distribution:
· The age group of 26-35 years (35%) has the largest proportion of respondents, indicating that a significant number of employees at NBC are relatively young professionals, likely at the early stages of their careers. This group may be highly receptive to training and development opportunities as they seek to advance their careers.
· The 18-25 years group (25%) suggests a significant number of young employees in entry-level positions, which could indicate potential challenges in terms of career development and long-term retention strategies.
Job Level Distribution:
· The breakdown of employees into managerial (25%), supervisory (35%), and non-managerial (40%) categories highlights a fairly balanced mix of employees at various levels of responsibility. This distribution is important because personnel management practices such as motivation, performance appraisal, and training might have varying impacts depending on the job level.


Tenure Distribution:
· The fact that 40% of respondents have been with NBC for 5-10 years suggests a considerable proportion of employees who are established but not yet at the top leadership levels. These employees may have specific needs regarding leadership development and further training.
Correlation Analysis
To understand the relationship between personnel management practices and business development, we conducted a Pearson correlation analysis. This statistical method is used to measure the strength and direction of the linear relationship between two variables.
The table below presents the correlation results between key HRM practices and business development outcomes (productivity, profitability, and market share).
	HRM Practice
	Productivity (r)
	Profitability (r)
	Market Share (r)

	Training and Development
	0.72**
	0.65**
	0.60**

	Employee Motivation
	0.80**
	0.75**
	0.70**

	Performance Appraisal
	0.60*
	0.55*
	0.50*

	Compensation and Benefits
	0.50*
	0.45*
	0.40*


Source Field Survey 2025
Interpretation:
· Training and Development: There is a strong positive correlation between training and development and all three business development outcomes (productivity, profitability, and market share), with correlation coefficients ranging from 0.60 to 0.72. This indicates that effective training is strongly associated with improved business performance.
· Employee Motivation: Motivation practices exhibit the strongest correlation with business development outcomes, especially with profitability (r = 0.75) and productivity (r = 0.80). This suggests that motivated employees significantly contribute to business success.
· Performance Appraisal: Performance appraisal shows moderate correlations with business outcomes, indicating that while performance evaluations are important, their impact may be less direct than training and motivation practices.
· Compensation and Benefits: Although compensation practices are positively correlated with business outcomes, the relationship is weaker than the other HRM practices, especially with market share (r = 0.40).
4.2 In-Depth Personnel Management Practices Analysis
4.2.1 Training and Development
The responses indicate that training and development is widely viewed as an effective practice at NBC, with 75% of respondents rating it as either very effective or effective. The breakdown is as follows:
· Very Effective (40%): This large proportion suggests that NBC’s commitment to employee development is perceived as crucial to improving job skills and preparing staff for higher responsibilities.
· Effective (35%): Another substantial proportion views the training as effective but perhaps not fully impactful. This might suggest that while training programs are available, they may not always meet the specific needs of all employees, or that there may be a need for more tailored training programs.
Discussion: Training programs at NBC seem to be successful, but there may be room for improvement. For example, some employees might prefer more specialized training, tailored to their job functions, rather than general programs. Additionally, employee perceptions of the effectiveness of training may vary depending on the relevance of the topics covered, the quality of trainers, or the delivery methods used.
4.2.2 Employee Motivation
Employee motivation is highly rated, with 70% of respondents considering NBC’s motivation practices either very effective or effective. Motivational strategies, such as performance incentives, recognition programs, and opportunities for advancement, are likely central to NBC’s HRM practices.
Analysis:
· Very Effective (45%): The high percentage of employees who find motivational practices very effective indicates that NBC’s approach to motivating staff is successful in enhancing morale and performance. However, a detailed exploration of which specific motivational practices are most effective (financial incentives, career progression, work-life balance) would provide a deeper understanding.
· Effective (25%): While most employees find motivation practices effective, there is a subset that does not fully agree. This might suggest that certain groups of employees, such as those in non-managerial roles, might feel less motivated due to limited opportunities for advancement or recognition.
Discussion: NBC’s focus on motivating employees likely contributes to higher productivity and job satisfaction. However, motivational strategies should be continuously reviewed and adapted to meet the diverse needs of the workforce.
4.2.3 Performance Appraisal
Performance appraisal is moderately effective, with 65% of respondents rating it as effective or very effective. However, 30% of respondents expressed neutral or negative views regarding the performance appraisal system.
· Very Effective (35%): This proportion of employees who rate the performance appraisal as very effective may indicate that the system provides clear feedback, supports career development, and aligns with personal and organizational goals.
· Ineffective (10%): A smaller percentage of respondents find the system ineffective. This could indicate dissatisfaction with the appraisal criteria, lack of feedback quality, or perceptions of bias in the evaluation process.
Discussion: Performance appraisal plays a crucial role in ensuring employee performance aligns with organizational goals. However, there is a need for more transparency and fairness in the evaluation process to ensure employees feel motivated by the feedback they receive.
4.2.4 Compensation and Benefits
Compensation and benefits practices are rated positively, but with mixed opinions. A total of 65% of respondents rated the compensation practices as effective or very effective, while 10% found them ineffective.
· Effective (35%) and Very Effective (30%): The majority of employees feel that the compensation packages, including salary, bonuses, and other benefits, are adequate. This is an important finding, as competitive compensation is a key factor in attracting and retaining talent.
· Ineffective (5%): The small percentage of employees who find compensation practices ineffective could reflect areas where NBC could improve, such as ensuring equity across different job levels or providing better benefits for non-managerial employees.
Discussion: While NBC’s compensation and benefits system is generally seen as fair, there may be opportunities to enhance the system further by conducting market comparisons and ensuring that compensation is competitive for all job levels.
4.3 Extended Correlation Analysis
4.3.1 Correlation Between HRM Practices and Business Development
The correlation analysis results suggest varying degrees of relationships between HRM practices and business development outcomes. The correlations are interpreted as follows:
	HRM Practice
	Productivity (r)
	Profitability (r)
	Market Share (r)

	Training and Development
	0.72**
	0.65**
	0.60**

	Employee Motivation
	0.80**
	0.75**
	0.70**

	Performance Appraisal
	0.60*
	0.55*
	0.50*

	Compensation and Benefits
	0.50*
	0.45*
	0.40*


Source Field Survey 2025
Interpretation:
· Training and Development: The strong positive correlations (r = 0.72, 0.65, 0.60) indicate that improved training significantly contributes to increased productivity, profitability, and market share. This suggests that when employees receive quality training, they are better equipped to contribute to the company’s success.
· Employee Motivation: Motivation practices show the strongest positive correlations across all business outcomes, particularly profitability (r = 0.75) and productivity (r = 0.80). This suggests that motivated employees are not only more productive but also contribute more to the company’s bottom line.
· Performance Appraisal: Performance appraisal shows a moderate but positive correlation with all business development variables. This indicates that employees’ awareness of their performance and feedback on how to improve contributes to organizational success.
· Compensation and Benefits: Although compensation and benefits have the weakest correlations with business outcomes, they are still positively related. This suggests that while competitive compensation may not be the most significant driver of business success, it still plays an important role in employee satisfaction and retention.
 Regression Analysis
To explore the causal relationship between personnel management practices and business development, we conducted multiple regression analysis. This statistical method allows us to predict the dependent variable (business development) based on independent variables (HRM practices).
The regression results are presented in the following table:
	HRM Practice
	Unstandardized Coefficients (B)
	Standardized Coefficients (β)
	t-value
	p-value

	Training and Development
	0.45
	0.33
	5.26
	0.000

	Employee Motivation
	0.50
	0.42
	6.10
	0.000

	Performance Appraisal
	0.30
	0.25
	4.12
	0.001

	Compensation and Benefits
	0.25
	0.20
	3.45
	0.002


Source Field Survey 2025
Interpretation:
· Employee Motivation has the highest standardized coefficient (β = 0.42), suggesting that it is the most significant predictor of business development.
· Training and Development also significantly impacts business development (β = 0.33), followed by Performance Appraisal (β = 0.25) and Compensation and Benefits (β = 0.20).
· All variables are statistically significant (p-value < 0.05), indicating that HRM practices have a direct and measurable impact on business development at NBC.
4.4 Extended Regression Analysis
To analyze the strength and predictive power of each HRM practice on business development, multiple regression analysis was conducted.
	HRM Practice
	Unstandardized Coefficients (B)
	Standardized Coefficients (β)
	t-value
	p-value

	Training and Development
	0.45
	0.33
	5.26
	0.000

	Employee Motivation
	0.50
	0.42
	6.10
	0.000

	Performance Appraisal
	0.30
	0.25
	4.12
	0.001

	Compensation and Benefits
	0.25
	0.20
	3.45
	0.002


Source Field Survey 2025
Interpretation:
· The results indicate that employee motivation (β = 0.42) is the strongest predictor of business development, with a significant positive impact on productivity, profitability, and market share. NBC should focus on enhancing motivation programs to drive business success.
· Training and development (β = 0.33) is another significant predictor, highlighting the importance of continuous learning and skill development.
· Performance appraisal (β = 0.25) and compensation (β = 0.20) are also significant predictors, although they contribute less than motivation and training.
4.5 Discussion and Interpretation
The data presented above strongly supports the hypothesis that effective personnel management practices are linked to business development outcomes at Nigeria Bottling Company, Ilorin. The findings suggest that employee motivation and training and development are the most influential HRM practices, followed by performance appraisal and compensation and benefits. These practices contribute significantly to improvements in productivity, profitability, and market share.
The regression and correlation analyses show that while all four HRM practices positively impact business development, employee motivation and training are the most critical. This emphasizes the need for NBC to invest in motivational strategies and employee development programs to drive business growth.
4.5 Conclusion
This chapter presented and analyzed the data collected from Nigeria Bottling Company, Ilorin. The analysis showed that personnel management practices such as training, motivation, performance appraisals, and compensation have a significant positive impact on business development. In the next chapter, the conclusions and recommendations will be drawn based on these findings.


CHAPTER FIVE
SUMMARY, CONCLUSION, AND RECOMMENDATIONS
5.1 Introduction
This chapter provides a comprehensive summary of the research findings, conclusions drawn from the analysis, and practical recommendations for improving personnel management practices at Nigeria Bottling Company (NBC), Ilorin. The chapter aims to synthesize the key results from the study, discuss their implications, and provide actionable suggestions for both NBC and similar organizations.
5.2 Summary of Findings
The study explored the role of personnel management in driving business development at NBC, focusing on key HRM practices such as training and development, employee motivation, performance appraisal, and compensation and benefits. The following are the main findings:
1. Training and Development:
· Training and development programs are perceived as highly effective in improving employee skills and enhancing productivity. Respondents rated these practices highly, with 75% indicating that training was either effective or very effective.
· Training was found to contribute significantly to business outcomes, particularly in improving productivity and profitability.
2. Employee Motivation:
· Motivational practices, including incentives, recognition, and career advancement opportunities, were found to have the strongest positive impact on productivity, profitability, and market share.
· 70% of respondents rated motivation practices positively, and regression analysis confirmed that motivation is the most significant HRM practice driving business development.
3. Performance Appraisal:
· While performance appraisal was seen as moderately effective, with 65% rating it positively, it plays a role in aligning individual performance with organizational goals. However, there were concerns about fairness and transparency in the evaluation process.
· Performance appraisal is positively correlated with business development outcomes but has a moderate impact compared to motivation and training.
4. Compensation and Benefits:
· Compensation practices were rated positively by 65% of respondents, but it was found to have a weaker impact on business development compared to other HRM practices.
· Though important, competitive compensation alone does not appear to be a sufficient driver of business success. It must be complemented by other factors such as motivation and development opportunities.
5.3 Conclusion
This study has provided valuable insights into how personnel management practices influence the development and success of organizations, particularly in the context of Nigeria Bottling Company, Ilorin. The key conclusions from the study are:
1. Effective Personnel Management is Key to Business Success: The study highlights that effective HRM practices, particularly in areas such as training, motivation, and performance management, are crucial to improving productivity, profitability, and market share in manufacturing industries.
2. Motivation is the Most Important Factor: Among the HRM practices examined, employee motivation emerged as the most significant factor influencing business outcomes at NBC. Motivated employees tend to be more productive, contribute to higher profitability, and enhance the company’s competitiveness in the market.
3. Training is Essential for Continuous Improvement: Continuous training and development are critical for improving employee skills and adapting to evolving industry demands. Investing in training programs directly correlates with improved employee performance and organizational growth.
4. Performance Appraisal Needs Improvement: While the performance appraisal system at NBC was found to be effective, some employees perceive it as biased or lacking transparency. Enhancing the fairness and clarity of the appraisal system can further improve employee satisfaction and alignment with organizational objectives.
5. Compensation Alone is Not Sufficient: Although compensation is important, it should be part of a broader strategy that includes motivation, development, and performance management. Relying solely on compensation does not guarantee business success or employee satisfaction.
5.4 Recommendations
Based on the findings and conclusions of the study, the following recommendations are provided to improve personnel management practices at Nigeria Bottling Company, Ilorin, and similar organizations:
1. Enhance Motivation Programs:
· NBC should invest more in enhancing its motivation programs, particularly in employee recognition, career progression opportunities, and performance-based incentives. Tailoring these programs to meet the specific needs of employees at different job levels will maximize their impact on performance and productivity.
2. Tailor Training and Development Initiatives:
· While NBC’s training programs are generally effective, it is recommended that they be more tailored to meet the specific needs of employees at various levels. This could include offering specialized technical training for production staff and leadership development programs for management.
· Incorporating e-learning platforms or workshops that address industry trends and emerging technologies could further enhance employee skillsets and ensure the company stays competitive.
3. Improve Performance Appraisal System:
· To address concerns about fairness and transparency, NBC should consider refining its performance appraisal process. This could include clearer criteria for evaluations, 360-degree feedback systems, and more frequent performance reviews.
· Additionally, ensuring that employees are actively involved in goal-setting and that feedback is constructive could help improve the overall effectiveness of the system.
4. Review and Adjust Compensation Packages:
· While compensation was found to be less impactful compared to other HRM practices, NBC should ensure that its compensation packages remain competitive within the industry. This includes not only salary reviews but also considering non-monetary benefits, such as flexible work arrangements, health insurance, and wellness programs.
· Introducing an equity-based compensation system could also motivate employees and encourage loyalty.
5. Focus on Employee Well-being:
· Given the importance of work-life balance in employee motivation, NBC should focus on improving employee well-being through better work conditions, stress management programs, and promoting a healthy work-life balance.
6. Regular Employee Feedback and Engagement:
· NBC should establish regular channels for employees to provide feedback on HRM practices and other work-related matters. Conducting annual employee satisfaction surveys or focus groups can help identify areas for improvement and guide strategic decisions.
· Engaging employees in decision-making processes and allowing them to feel valued within the organization will strengthen their commitment to organizational goals.
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APPENDIX
Appendix A: Questionnaire
Department of Business Administration
[Kwara State Polytechnic, Ilorin
Research Questionnaire

Dear Respondent,
This questionnaire is designed to collect information for a research study titled:
"Analyzing the Role of Personnel Management in Business Development: A Case Study of Nigeria Bottling Company, Ilorin."
The information you provide will be treated with utmost confidentiality and will be used solely for academic purposes. Please answer all questions honestly and to the best of your knowledge.
Thank you for your cooperation.
SECTION A: Demographic Data
Please tick (✓) the appropriate response.
1. Gender:
☐ Female   ☐ Male
2. Age:
☐ 46 and above  ☐ 36–45  ☐ 26–35  ☐ 18–25
3. Marital Status:
☐ Widowed  ☐ Divorced  ☐ Married  ☐ Single
4. Educational Qualification:
☐ Others  ☐ M.Sc./MBA  ☐ HND/B.Sc.  ☐ OND/NCE  ☐ SSCE
5. Years of Work Experience:
☐ Over 10 years  ☐ 6–10 years  ☐ 1–5 years  ☐ Less than 1 year
SECTION B: Personnel Management Practices
Please rate the extent to which you agree with the following statements using this scale:
Strongly Disagree (SD) – 1 | Disagree (D) – 2 | Neutral (N) – 3 | Agree (A) – 4 | Strongly Agree (SA) – 5
	S/N
	Statements
	SA
	A
	N
	D
	SD

	1
	The recruitment process in NBC is transparent and based on merit.
	☐
	☐
	☐
	☐
	☐

	2
	Employees are provided with adequate training and development programs.
	☐
	☐
	☐
	☐
	☐

	3
	Performance appraisals are done fairly and regularly.
	☐
	☐
	☐
	☐
	☐

	4
	The company offers competitive compensation and benefits packages.
	☐
	☐
	☐
	☐
	☐

	5
	Motivational incentives (bonuses, recognition, etc.) are effectively used.
	☐
	☐
	☐
	☐
	☐

	6
	There is a good relationship between management and employees.
	☐
	☐
	☐
	☐
	☐

	7
	The work environment supports personal and professional growth.
	☐
	☐
	☐
	☐
	☐

	8
	Employees are involved in decision-making processes where applicable.
	☐
	☐
	☐
	☐
	☐


SECTION C: Personnel Management and Business Development
	S/N
	Statements
	SA
	A
	N
	D
	SD

	9
	Effective personnel management has improved productivity in NBC.
	☐
	☐
	☐
	☐
	☐

	10
	Personnel management contributes to the overall business development.
	☐
	☐
	☐
	☐
	☐

	11
	The company’s HR practices help retain skilled and experienced workers.
	☐
	☐
	☐
	☐
	☐

	12
	NBC’s personnel policies support innovation and business growth.
	☐
	☐
	☐
	☐
	☐

	13
	Employee satisfaction translates into improved customer satisfaction.
	☐
	☐
	☐
	☐
	☐

	14
	There is a clear connection between HR policies and business performance.
	☐
	☐
	☐
	☐
	☐


SECTION D: Suggestions and Comments
Please briefly answer the following open-ended questions:
15. In your opinion, which HRM practice has the most impact on business development at NBC?
Answer: ________________________________________________________
16. What improvements would you recommend in the personnel management system of NBC?
Answer: ________________________________________________________
Thank you for your participation!

