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ABSTRACT

Top managers always look for the best ways to prepare the workforce in order to perform diverse tasks and responsibilities, increase their skills and knowledge and develop their confidently deal with various business-related issues confronting their firms. The study examines the impact of entrepreneurial orientation and human capital on performance of SMEs in OLAM grains Ilorin. Survey method was adopted. The study all staff of Olam grain Ilorin but 85 of them were selected. Questionnaires were administered to collect data from the sampled staff and were used in the final analysis. While linear regression was used in order to determine the impact of entrepreneurial orientation and human capital on performance of SMEs. The findings revealed that there is a significance relationship between entrepreneurial orientation, human capital and entrepreneurial orientation. The study concluded that participation in workshops and seminars and work experience jointly and independently enhance the performance of SMEs. The study recommends that owner-managers of small enterprises should favour the tendency to quickly “follow the leader” in introducing new products or ideas and constantly looks for businesses that can be acquired. In dealing with its competitors, small enterprises should strive often to be the first to introduce new products/services, administrative techniques, operating technologies etc. and; typically responds to actions that competitors initiate.
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					CHAPTER ONE
1.0	INTRODUCTION
1.1	BACKGROUND TO THE STUDY
The term “entrepreneurship,” inspired the emerging concept of Entrepreneurial Orientation (Entrepreneurial Orientation) an overall strategic position. This Entrepreneurial Orientation concept has gained traction among entrepreneurship and strategic management scholars (Wales et al., 2021). In line with the context, business-oriented organizations are developing innovative strategies that involve risky commercial ventures such as investing vast sums of money in innovative and proactive ideas. For small businesses, the importance of entrepreneurship orientation is focused on innovative change and opportunity exploitation. More so, the Entrepreneurial Orientation concept is important for small businesses as it deals with creative and innovative abilities and resources to find opportunities for business success (Soininem et al., 2013).
Entrepreneurs of small enterprises have been identified as key contributors to most countries’ local and global economic growth because they are a major source of business development and growth, as well as, new job creation (World Bank Group, 2016). In a developing country like Nigeria—where the federal government has traditionally relied on a single natural resource like crude oil, there have been calls for the federal government to diversify by empowering small businesses and developing their entrepreneurial orientation (Ipinnaiye, 2017).
A notable scenario is that before 2016, crude oil sales accounted for up to 70% of Nigerian government revenue and more than 90% of the country’s export earnings (Giokos, 2017). However, when the global crude oil price fell below a 25-year low in 2016, the country plunged into a recession in the first quarter (Ipinnaiye, 2017). According to Giokos (2017), the lack of diversity in Nigeria’s economy was why the country could not withstand the economic shock during the 2016 global crude oil price drop, hence, steps must be taken to diversify the country’s economy in order to welcome growth. Ipinnaiye (2017), averred that the Nigerian government should provide strong policy support in areas such as financing and developing the entrepreneurial orientation of small and medium-sized enterprises (SMEs) to drive the country toward realizing its potential.
The ability of individuals to become entrepreneurs is influenced by the level of openness of innovation in accepting and analyzing environmental changes, seeking and processing information into business opportunities that are able to develop and excel compared to other companies. Innovation has an important role in the success of small and medium companies because it has a high degree of flexibility in dealing with environmental changes compared to large companies. (Firman et al.,2021)
The creation of a conducive environment for entrepreneurial orientation (EO) development is more important in the developing countries like Nigeria, this is because they are characterized by the low level of entrepreneurial activity and difficulties for the entrepreneurs occasioned by the environment (Igwe et al., 2019). With the current complexity in running business enterprises, EO has been observed as an essential factor for the success of any business (Abubakar, 2011). Also, successful firms are those that engaged in constantly in quest of a new prospect. EO is reflected in the behaviour of the entrepreneurs such as being proactive, innovative, and risk-taking (Kosa et al., 2018). As a result of these, businesses have to be involved in constant improvements in their products, services and processes, should be taking an early initiative before competitors in all areas and should equally be risk-oriented. It appears that innovation plays pivotal role in whole business competitiveness. Many world-class companies with a huge number of famous innovative products started from zero, such as Google, Apple, Tata, Samsung. However, millions of small enterprises fail during the earlier years of their establishment (Aluisiushery Pratono et al., 2013)
As small and medium-sized enterprises (SMEs), they play a critical role in the economic growth and development of the world's emerging, both developing and developed economies. The development of the SME sector is a way to help the government achieve its goal of enhancing entrepreneurship as a vehicle to accelerate industrialization, solving the challenges of unemployment and general economic growth. The involvement of the SME sector to the economy of Nigeria demonstrates that it is a strategic mechanism for economic growth and development. Micro, Small and Medium Enterprises (MSMEs) employ approximately 84.02% of the total workforce, constitute 96% of businesses in Nigeria and contribute 48.47% to the Gross Domestic Product (GDP) of the nation (SMEDAN, 2013). 
SMEs are placed to play an important role in the country's economic development and transformation activity in accordance with the mantra of change, and the economic expansion goal of the Federal Government of Nigeria. The main barrier hindering the growth of SMEs in Nigeria are outdated technologies, multiple taxes, inaccessible markets, poor support (business development services), inconsistency in government policies, inadequate infrastructural facilities, and difficulty in accessing finance SMEDAN, (2013). 
The African Development Bank Group remarked that the Nigerian business environment is fraught with market collapse and this has led to underfunding of SME sector, which is key for employment and economic expansion and this highlights the need to provide financial assistance to small and medium sized companies through reputable local banks. (African Development Bank Group, 2013). 

1.2	STATEMENTS OF THE PROBLEM
One of the key resources to achieving the survivability of SMEs is investing in human resource, as human capital has been found in literature to highly correlates to business success and firm performance (Fatoki, 2014) Education, training and work experience impart knowledge and skills; and improve employees‟ productivity which eventually increase organizational performance Fatoki, (2014), Technology is changing the way business is conducted by introducing new and better ways of doing business. SMEs are delaying incorporating technology into their business operations as a result of little or no knowledge on how it works and the potential benefits (Gadi et al., 2014)
Human capital just like other capitals (machines, factory, land etc.) can be invested upon. Investing in human capital (human capital development) has been proven to increase the performance of individuals as well as that of organizations (Ganewatta & Rathnayake, 2011), (Idemobi,, 2012)Adebisi & Gbegi,, (2013) Confirmed this by stating that individuals with high human capital achieve higher performance when executing tasks. Noting that the motivation for Starting and running a small scale businesses may vary among people, it is likely that the entrepreneur and the workforce may lack the competence for operating once started as well as sustaining.
Bello (2011) observed that the Nigerian business environment is rife with various challenges and uncertainty stemming from poor power generation, obsolete technology, lack of synergy between government agencies, poor infrastructure, insecurity, weak policy implementation, poor transportation network and connectivity as well as a high level of corruption and unethical practices amongst government officials (Ogunro, 2014).
Research interest in SMEs has been predicated on its recognizable economic contributions and benefits, particularly in generating employment and alleviating poverty. Scholars have postulated that the SMEs are the panacea for the economic problems of the less developed and developing countries. In Nigeria today, a lot of attention is being directed to the SMEs because of the expected contribution they could make in providing training grounds for the development of indigenous entrepreneurs. However, most SMEs die within their first five years of existence, another smaller percentage goes into extinction between the sixth and tenth year.
Thus, only about five to ten percent of young SMEs survive, thrive and grow to maturity. The implication of this is that the survival rate of SMEs in Nigeria is less than 10% in the first five years of existence. This also suggests that the SMEs in Indonesia have not been able to contribute significantly to economic development as much as it is expected. A general observation on efforts to boost the SMEs’ growth and performance has shown that such efforts have mostly been targeted at the aspect of financing and providing infrastructure. The situation is against this background which this study set out to examine the effects of entrepreneurial orientation, human capital on small medium scale enterprise.
1.3	OBJECTIVES OF THE STUDY
The general objective of the study is to investigate the effect of entrepreneurial orientation and human capital on SMEs. The specific objectives are to:
i. Examine the effects of innovativeness on small and medium scale enterprise
ii. To investigate the effect of risk taking on Small and Medium scale enterprise
iii. Evaluate the effects of  training on Small and Medium scale enterprise
iv. To appraise the extent to which experience is influenced by Small and Medium scale enterprise.
1.4	RESEARCH QUESTIONS
The study is driven by the following research questions
i. To what extent does innovativeness contributes to small and medium scale enterprise? 
ii. To what extent does risk taking affect small and medium scale enterprise? 
iii. In what ways can training improve small and medium scale enterprise? 
iv. What are the extent of relationship between experience and small and medium scale enterprise?
1.5	RESEARCH HYPOTHESES
For the purpose of this study, the following null hypotheses shall be tested; 
Ho1  - Innovativeness has no significant effect on small and medium scale enterprise
Ho2  - Risk taking has no significant effect on small and medium scale enterprise
Ho3  -Training activities have no significant effect on small and medium scale enterprise
Ho4  -Experience has no significant effect on small and medium scale enterprise
1.6	SIGNIFICANCE OF THE STUDY
This study investigates the impact of entrepreneurial orientation and human capital on SME using OLAM Grains, Ilorin as a case study. The study will give insight on how entrepreneurship can influence small and medium scale enterprise in order to enhance the performance and survival. The research work will further provide useful information for policy on the need to make the business enliven for businesses so they can achieve sales growth and efficiency. . The major value-added of this research work will be the proffering of suggestions that will help policy makers in formulating policies that will help improve the growth of business among the citizens of Nigeria as well as proffer possible solutions to the problems of entrepreneurial  in Nigeria. This study is vital and useful to the government, private and public organizations in Nigeria to evaluate their business performance within the context of their institutions and see how they are affected entrepreneurs. The study will also helps organization authorities such as OLAM Grains to review their organization performances and trace how they are affected by employees’ ethical conducts. The study will also be of great benefit to students and researchers who have interest in researching more on entrepreneurial orientation.
1.7	SCOPE OF THE STUDY
The research work is to examine the impact of entrepreneurial orientation and human capital performance of small and medium scale enterprise. The focused on OLAM Grains in Asa-Dam, Ilorin, Kwara State as a case study. Other parts of the country were not covered, though empirically generalized view was made of them. This research will focus on performance of SMEs using entrepreneurial orientation and human capital. The research population for this study is made up of the entire staff (permanent and casual workers) of the organization. it shall cover a period of 2018-2021 financial year in order to effectively capture the operations of the organization in entrepreneurial orientation. 
[bookmark: _Toc112239212]1.8	OUTLINE OF THE STUDY
This research work was structured into five chapters. Hence, the chapters are charted below in order of standard;
Chapter one: This is the first part of the research work and it provides a background knowledge to the study, followed by the statements of the research problem the aim and objectives of the research, research questions, the hypotheses of the research questions, followed by the significance of the study, sources of data, limitation of the study, scope of the study, outline of chapters contain in the study, operationalization of variables and definition of terms. Hence, the next chapter is chapter two which present the conceptual frame work, theoretical frame work, empirical frame work and gap in literature concerning the impact of Corporate Social Responsibility on Sustenance of Business Organization. Furthermore, chapter three discusses the research methodology, research design, population of study, sample size determination, sample techniques/procedure, research sample frame, collection of data, research instrument, validity of research instrument, reliability of research instrument and ethical consideration. 
Lastly, this section expatiate on discusses of data presentation and analysis of the research work which includes the empirical result and interpretation of result, test of questionnaires, test of hypothesis and discussion of results which was made available in chapter four. And chapter five, which is the final chapter of this research work and it reflected the summary of the work, discusses the findings in the study, give conclusions, it also outlines the researcher’s recommendations based on the findings of the study and suggests for further study and contribution to knowledge.
1.9	DEFINITION OF THE TERM
Entrepreneurship
The process of performing the roles of an entrepreneur is called entrepreneurship. Thus, we may define entrepreneurship as Barringer and Ireland (2012) opine as the process by which individuals pursue opportunities without regard to resources they currently control. Wilson(2004) defines entrepreneurship as the art of turning an idea into a business. Kuratko (2008), defines entrepreneurship as a dynamic process of vision, change, and creation. It requires an application of energy and passion toward the creation and implementation of new ideas and creative solutions.
Entrepreneurial orientation
Entrepreneurial orientation has been viewed as a strategic approach in decision making process as well as means of explaining firm performance (Green, Covin, & Slevin, 2008). That is, firms with high strategic reactiveness tend to pursue, identify, create, and launch new venture opportunities and strategic renewal to sustain competitive advantages.
Innovativeness 
Innovativeness means an organization is willing to pursue new ideas and concept in process, products, or services development. 
Proactiveness 
Proactiveness refers to anorganization with a characteristic that is forward-looking and responsive in the industrial environment it involves in.
Risk-taking
Risk-taking means an organization pursues an entrepreneurial opportunity without regardingthe resources it may have or may not have.
Human capital
Human capital is crucial to achieving organizational success. This is best explained through the interplay of innovation as an aspect of entrepreneurial orientation and human activities within the organization. Through the development of human capital which as opined comprises the skills and knowledge of the employee, organizations are able to radically innovate with a boldness that reflects confidence and at a pace that establishes market leadership (Shane &Venkataraman, 2000; Shane, 2000).
1.10	OPERATIONALISATION OF VARIABLES
It is the process of having two constructs, there is need to examine the relationship between the dependent and independent variable. Thus, it is taken that performance of SMEs these outlets depends on entrepreneurial orientation and human capital. Thus,

Independent Variable					Dependent Variable
Entrepreneurial orientation and human capital		Performance of SMEs
Innovativeness							Sales growth
Risk taking 							Efficiency
Training 
Experience 













CHAPTER TWO
       LITERATURE REVIEW
[bookmark: _Toc112239216]2.0   Preamble 
This study reviewed relevant literatures on impact of entrepreneurial orientation and human capital on performance of SMEs in the following orders, conceptual review, theoretical and empirical.
[bookmark: _Toc112239217]2.1 Conceptual Review
2.1.1	Concepts of entrepreneurial orientation
One of the fundamental factors identified in developing and the developed economy is the adoption of a well-defined business orientation in small and medium enterprises (SMEs). SMEs are focal as the backbone of the economy of Nigeria not because it constitutes about 87 percent of all enterprises, but because, it contributes to about 61 percent of the Gross Domestic Product (GDP) (Effiom & Edet, 2018). In spite of this, it is critical for SMEs in Nigeria to effectively maintain a steady growth and survival due to persistent organizational and environmental challenges like lack of access to adequate and affordable finance, poor infrastructure, lack of basic business knowledge, skills and attitude; high operating costs, poor attitude to marketing activities, government policy, and above all, lack of entrepreneurial orientation (Arisi-Nwugballa et al., 2016). Similarly, the current trend of the global business environment has led to tight competition for SMEs and this has become unavoidable for them, despite their operations and sizes (Aroyeun et al., 2019). 
Studies conducted within the last decade revealed that the sustainability of SMEs in both developed and developing nations like Nigeria could be traced to the effective implementation of entrepreneurial orientation (Brownhilder & Johan, 2017).

Before the current pandemic, due to the high rate of unemployment in Nigeria, it is a norm that anybody that is unemployed should start a business regardless of whether the person has proper entrepreneurial orientation or capability or not. As a result, many of what we have today as business owners are not necessarily entrepreneurs (Oyeku, Oduyoye, Asikia, Kabouh and Elemo, 2014) and this has been acknowledged as major cause of business failure in Nigeria (Jemi-Alade, 2013).  Entrepreneurship is impacted by the environmental variables, government and institutions on their part have either directly or indirectly influenced the development of factors that supports entrepreneurship (Uchenna et al., 2019). Entrepreneurship is aimed at solving societal problems and can play a significant role by invoking the interest of governments and policymakers (Abdullahi et al., 2018). As a result, government the world over have started promoting entrepreneurship and also incorporate it into polices, even the regional EU has identified promoting social innovation and entrepreneurship as part of its strategy for quick, sustainable and all-encompassing growth (Thierse, 2019). The various government micro credits intervention schemes for entrepreneurs are means for the large population of the underprivileged to break out of poverty which can serve to advance our economic growth and development and achieve a lasting peace (Okangi, 2019).
Therefore, reviews of extant EO research shows that most of the previous studies have adopted Miller's viewpoint of EO as the combination of proactiveness, innovativeness, and calculated risk-taking (Zhai et al., 2018). Research on the individual dimensions of calculated risk-taking, proactiveness, innovativeness, and resources leveraging have found that the dimensions can be linked in different ways to form configurations (Linton & Kask, 2017, 2016). As a strategic orientation of business, EO improves a firm’s performance as well as overall variance. Wales (2015) added that EO as an essential firm strategic orientation, the depth, and breadth of research on EO continues to grow as the concept is adopted to understand the effects of being entrepreneurial across all facets (Wales, 2015).
Entrepreneurial orientation (EO) is described as a firm-level tactical orientation which captures a firm's strategy-making exercise, managerial philosophies, and behaviors that are entrepreneurial (Anderson et al., 2009). Firms are said to having EO when they support and exhibit entrepreneurial behavior to become a distinctive organizational attribute (Covin & Wales, 2019). One of the similarities among past EO research is the inclusion of reactiveness, innovativeness, and calculated risk-taking as central aspects or dimensions of the orientation (Wales, 2016)
In the past, EO has largely been measured using a nine-item psychometric instrument developed by Dennis Slevin & Jeff Covin (Wales, 2015). This measurement tool captures the viewpoint of Danny Miller that EO is a ‘collective catchall’ construct which signifies what it means for a firm to be termed entrepreneurial across a broad range of contexts (Miller, 1983). A seminal quote from Miller (1983) Entrepreneurial Orientation (EO) is a business-level planned positioning that highlights the firm’s strategy making procedures, management ideologies, and entrepreneurial firm behaviours. It is also shown as the process through which small enterprises or large companies gain entry into a new market (Stembaugh, 2017). Miller (1983), was the first to bring the notion of Entrepreneurial Orientation to the scholarly literature, even though he did not use the word EO in his first article (Covin & Lumpkin, 2011). Miller (1983), suggested a definition of an entrepreneurial orientation as one that participates in product-market innovation, takes on relatively risky projects and is the first to come up with proactive ideas, beating competitors to the punch. Miller (1983), defined the three primary elements of EO as innovativeness, risk taking, and proactivity, which are frequently combined to form a higher-order indication of firm-level entrepreneurship (Rauch et al., 2009).
Entrepreneur actions contribute to the survival and growth of the firm. One feature that makes successful organization stand out among others is Entrepreneurship. Researchers have acknowledged that entrepreneurship inclined firms contributes to improve growth and market share over competitors (Kuratko et al., 2004). In other words, it is paramount for small and medium enterprises to be innovative, proactive so has to succeed in the competitive environment.
The resource base theory states that capabilities and resources of an organization are sources which they can use in acquiring competitive edge and improved performance (Barney, 1991; Wernerfelt, 1984). Capabilities are used in deploying resources while resources refer to factors that is utilized and owned by organization (Abidemi et al., 2017; Amit and Schoemaker, 1993). Based on the RBV premises resources can be tangible or intangible assets which firms use in implementing strategies with the basic objective to improve effectiveness and efficiency (Barney, 1991). Researchers have also stated that human, physical and firm resources can lead to improved organizational performance and consequently competitive edge (Bello et al., 2018; Jogaratnam, 2017; Lonial and Carter, 2015). Thus, firms that explore entrepreneurial orientation effectively can lead to improved performance and create competitive advantage (Lonial and Carter, 2015).
In other words, entrepreneur orientation focuses on how a firm practices entrepreneurship (Miller, 2011; Wales et al., 2013). In the case of small and medium enterprises, entrepreneurship is born out of the character of the manager or owner. If the owner possess entrepreneurial traits, so would his business (Miller, 2011).
Extant studies have identified entrepreneurial orientation (EO) as a critical factor for organizational success, leading to higher performance (Rezaei & Ortt, 2018). Organizations with higher levels of EO are also expected to outperform those with lower levels of EO (Watson et al., 2019). After all, a higher level of EO enables enterprises to identify and capitalize on opportunities in ways that set them apart from non-entrepreneurial organizations. However, this is not always the case, as other researchers (Nikraftar & Momeni, 2017; Souisa, 2018) have shown that EO can be insignificant or have a negative impact on business performance. As a result, there is no universal agreement or conclusion regarding the relationship between EO and business performance. Meanwhile, whilst this disparity exists globally, coherent research linking four EO dimensions (autonomy, innovativeness, reactiveness and risk-taking) is very scarce in Nigeria.
According to Mintzberg,(1973) typology, Entrepreneurial Orientation is companies that are still small, including SMEs in which almost all activities carried out are focused on the owner’s management.
Orji (2014) opined that entrepreneur’s determination or resolve to succeed becomes imperative in the increasing harsh business environment in Nigeria. Researchers in many nations of the world has gone beyond the level of opinion but have conducted empirical researches on factors responsible for entrepreneurial success to guide entrepreneurs to succeed as well as providing empirical data to guide governments in policy formulations for sustainable growth of entrepreneurs in their nations (Kapepa & Van Vuuren, 2019; Maganti and Kuberudu, 2017; Lumpkin and Dess, 1996; Covin and Slevin, 1986; Onstenk, 2003; Pratono, Wee, Syahhari, Tyaz Nugraha, Mat and Fitri, 2013; Frese and De Kruif, 2000; Sarworko, Surachman and Hadiwidjojo, 2013; Rauch, Wiklund, Lumpkin and Frese, 2009; Sascha, Coen, and Hosman, 2011; Drnovsek et al, 2010; Callaghan and Venter, 2011).
2.1.2	DIMENSIONS OF ENTREPRENEURIAL ORIENTATION
2.1.2.1	Proactiveness 
Proactiveness has been described in many ways and different context. Therefore, being proactive as drawn from Merriam-Webster's dictionary implies "controlling a situation by making things happen or by preparing for possible future problems" (Merriam-Webster, 2015). In the case of entrepreneurial marketers, it is intrinsic to proactively act with customers and the market (Holmes & Jorlöv, 2015). Thal (2016) simply describe proactive behavior as acting in advance of future circumstances, rather than just reacting. This entails taking control and making things work rather than just adjusting to circumstances or waiting for something to work naturally. In most modern enterprises, it is not enough for the employee to respond and adjust to changes in their environment. They need to plan and prepare for potential pressure and dangers in the future by taking the bold step today (Belschak & Den-Hartog, 2010). Research by Anderson et al. (2015) revealed that engaging in proactive behaviour comes with valuable results. Though sometimes a person's proactivity may result in negative effects, such as increased stress. Olannye and Eromafuru (2016) described proactiveness is an “entrepreneurial willingness to dominate competitions through a combination of proactive and aggressive moves, e.g. introducing new products or services ahead of the competition and acting in anticipation of future demand to create change and shape the environment”. Mehran & Mortezea (2013) stated that being proactive involves discovery and satisfying the latent unarticulated needs of customers through collecting customers and competitor-based information. Proactiveness is achievement- driven, highlighting anticipating, initiatives taking, creating change, and predicting evolution towards a critical situation and early preparation before the occurrence of an impending uncertainty or risk (Olannye & Eromafuru, 2016). A proactive firm is one that places greater efforts on forward-thinking as opposed to reactive strategies to deal with challenges or to approach opportunities as they arise.
2.1.2.2		Innovativeness 
The word “innovation” is derived from the Latin word innovare, which means “new” (Stenberg, 2017). The simplest definition of innovations is doing something different (Farniha, Ferreira & Gouveia, 2016). Innovation can also be described as a method and technology for new markets, new production methods and identification of new customer groups (Baskaran & Mehta, 2016). This implies that firms, irrespective of their size, need to innovate, to promptly respond to changing customer needs and market conditions and capitalize on the emerging opportunity (Baregheh et al. 2009). They further noted that the scope of the firm's innovation is broad and includes products, service, processes, operations, and people. Innovation is a core marketing task and an important means of sustaining a competitive advantage in the market (Sardana, 2016). "Entrepreneurs continually champions new approaches to market segmentation, pricing, brand management, packaging, customer relationship and communication management, service level and operational activities” (Mayasari et al., 2009). The remit of EM concept is that entrepreneurial firms should focus on innovation and development of ideas that reflect a good understanding of market needs. Innovations make little contribution to the firms unless they also offer customer benefits (Denicoló & Zanchettin, 2016). Specifically, EM helps to sustain innovation by identifying a market opportunity, generating concept, providing technical support and leveraging on the firm's resource base to support innovation (Morris et al., 2002). While few SMEs grow through breakthrough innovation, many of them through the owner-manager grow by implementing small and regular improvements to their business (Olannye & Eromafuru, 2016). Indeed, owner-manager and customers are both vital in EM to provide directions for the culture, strategy, and behaviour of business (Ionita, 2012). 
2.1.2.3 Risk-Taking 
The concept of risk-taking has long been applied in academic literature. Niklas Luhmann, a sociologist considers the term 'risk' as a neologism that transited from traditional to modern ideology. Allah & Nakhaie (2011) recount that in the Middle-Ages, the term residuum was used in substantially defined circumstances to describe all sort of sea trade and its resultant legal problems of damage and loss. In the 16th century, the words riezgo and rischio were used to describe “loss and damage” (Aven 2014). These words were introduced to continental Europe, through collaboration with North African Arab and Middle Eastern traders. In the English language, the word “risk” emerged only in the 17th century and appears to be introduced from continental Europe (Bijloos, 2017). However, when the term risk started gaining ground, it changes the older notion of loss, damage, and bad fortune. Risk-taking is defined as the tendency of engaging in behaviors that have the potential to be dangerous or harmful yet provides the opportunity for the outcome that can be perceived as positive and helpful (Allah & Nakhaie, 2011). Kapepa & Van Vuuren (2019) defined risk-taking “as the tendency to take bold decisions such as venturing into unknown new markets, committing a large portion of resources to ventures with uncertain outcomes and/or borrowing heavily with a chance to fail". Risk-taking is regularly used to explain the uncertainty that brought about entrepreneurial behavior (Olaniran et al., 2016). Hosseini et al. (2018) observed that the risk-taking dimension of EO captures the degree to which the organization's processes involve and/or ignore risks. Taking risk involves engaging in manageable and calculated risks to obtain benefits, rather than taking bold risks which are disadvantageous to firm performance and survival (Morris et al., 2008). Risk-taking could be described as the willingness to commit substantial resources to opportunities having in mind a reasonable chance of costly failure and willingness to discontinue from the tried-and-true path (Bijloos, 2017). 
2.1.3	HUMAN CAPITAL
Human capital refers to the knowledge, skill and experience of employees (Roos, 1998). Bontis et al. (2000) argues that human capital is mainly based on individual abilities, knowledge, know talent, education skills and experience of employees in the firms. As an intangible resource to the firms, human capital is a crucial element in the transformation process of information to valuable knowledge that will enhance firm performance. Mayo (2001) categorized human capital into three categories, namely capability and potential, motivation and commitment and innovation and learning. Capability and potential refers to the educational level, professional skills, experience, attitudes, personal networks, values, and the ability of current employees to evolve within the organization. Motivation and commitment refers to whether employees align their own interests with those of the firm, while innovation and learning shows the degree to which employees are open to change.
Managerial experience is the past knowledge, skills, competencies, and capabilities acquired by a manager within a reasonable time in years (Mahoney & Kor, 2015). Workplace experience covers the individual’s knowledge on routines and the firm’s unique resources (e.g., explicit, and tacit knowledge of the various constituents and key stakeholders of the firm) (Kor & Sundaramurthy, 2009). Managerial experience seen as human capital has been employed in the management literature as professionals’ career experiences of managers, managerial experiences of board members and international experiences of managers in multinational contexts (Carpenter & Westphal, 2001; Dietz & Bozeman, 2005; Kor & Sundaramurthy, 2009; Peng, et al., 2015), and Miller et al., 2015).
2.1.4	ENTREPRENEURIAL ORIENTATION, HUMAN CAPITAL AND PERFORMANCE OF SMEs
A number of prior researches have highlighted the importance of human capital in assisting firms in various industries to attain business performance. Human capital provides firms with direct influence on the business performance or indirect effects through relational, structural, innovation or process capital (Mention and Bontis, 2013). The direct influences of human capital on large business and financial sector’s performances have been proven in several studies, including Alipour (2012); Amrizah and Rashidah (2009); Dewi Fariha and Saudah (2012) and
Kamukama (2013). For indirect effects of human capital, Bontis et al. (2000) found that human capital affects large firms’ performances through customer capital in both service and non-service industries, while the impact of human capital on structural capital is more significant in nonservice industries. In another study, Wang and Chang (2005) found that human capital indirectly affects business performance through innovation capital and process capital.
Several authors have conducted studies on the influence of human capital on SMEs performance. Cohen and Kamimenakis (2007) demonstrates that human capital has huge impacts on organization capital and customer capital, where the investments in human capital will probably lead to the efficiency and effectiveness of other elements of the intellectual capital. Daou (2014) and Tovstiga and Tulugurova (2007) conclude that human capital directly influences SMEs performance, therefore the management are encouraged to put more effort in providing training to employees. The retention of knowledgeable and skilled employees is important for SMEs in achieving superior performance
(Daou, 2014). Overall, the transition of a traditional economy to a knowledge economy that heavily relies on employees’ capabilities and competencies, witnesses the important contribution of human capital in SMEs. However the lacuna of previous literatures of human capital has been on its mobilization and contribution in the different stages of business life cycles.
To conform to the multi-dimensional nature of EO as conceptualized by Lumpkin and Dess (1996), a study by Hughes and Morgan (2007) investigated the independent effects of EO components on firm performance and found from the results that innovativeness and proactiveness positively affect firm performance, while risk-taking was found to have negative impact on firm performance. Other studies also found similar results and support the argument that the EO dimensions should be studied independently because each of these dimensions have separate effects on outcome variables (Boso et al. 2013; Kreiser et al., 2013). A study by Short et al. (2010) found that innovativeness and proactiveness are positively related to firm market value, while results on risk-taking show a negative effect. A similar study by Olubiyi, et al. (2019) confirms that risk-taking and proactiveness have positive significant effect on profitability, while the result regarding the effect of innovativeness on profitability is not significant. This shows that studying the various components of EO separately could be more beneficial in identifying the exact effect of each of these dimensions on firm performance. Another study by Kraus et al. (2012) supports the above argument after examining the influence of the EO dimensions on performance during the 2009 economic crisis and found that the interaction effect of market turbulence on the relationship between proactiveness and firm performance is positive, while market turbulence negatively affects the performance effect of risk-taking. Another study by Lomberg et al. (2017) empirically examined the shared bilateral effects among the EO components and found that only proactiveness positively affects firm performance, while the effect of innovativeness and risk-taking are insignificant. Their study also confirms a strong bilateral shared effect between innovativeness and proactiveness.  The conflicting findings on the EO-performance relationship have raised concerns that too much dependence on EO as a composite construct could be problematic because its independent components affect firm performance differently. Adopting a composite construct may produce an opposing effect by these dimensions; hence, studying the EO dimensions separately could help to resolve such conflicts. 
Also, the multi-dimensional evaluation of the independent effects of the EO components on firm-level outcomes has received little attention in past research work (Rank and Strenge, 2018). Therefore, considering the multi-dimensional conceptualization in this study could contribute new insights to the EO literature. Again, to conclude that the EO-performance relationship is universally positive remains controversial and that empirical studies should rather be carried out in different contexts and groups to ascertain the specific outcomes. This is very important to consider since this study expects that the EO dimensions would influence firm performance differently across groups.

2.1.5	THE MODERATING ROLE OF MANAGERIAL EXPERIENCE ON THE RELATIONSHIP BETWEEN EO AND FIRM PERFORMANCE
Research on human capital as a firm-level resource has gained more attention in recent times (Hatch & Dyer, 2004; Barney & Felin, 2013; Boon, Eckardt, 2018). Previous works have applied the RBV as guide to explain that human capital is a form of unique resource firms use in sustaining competitive positions (Kim, 2019). Based on this research stream, firms build human capital by developing and advancing employees’ knowledge, skills, and experiences (Coff, 1997; Ployhart & Moliterno, 2011). These unique inimitable and rare bundles of skills and experiences within the firm serve as important resources that satisfies the RBV requirement to maintain competitive advantage (Barney & Felin, 2013; Kim et al., 2019). Top managers perform diverse tasks and responsibilities, increase their skills and knowledge, and develop their capabilities to confidently deal with various business-related issues confronting their firms (Carpenter, et al., 2001; Hambrick & Mason, 1984; Walsh, 1988). Previous studies show that managerial knowledge and skills are important human capital resources used by firms to enhance business performance (Barney & Arikan, 2001; Shamsie et al., 2009; Mahmood et al., 2011; Mahoney & Kor, 2015; Luu and Ngo, 2019). This study therefore emphasizes that managers who acquire bundles of skills and knowledge via managerial experience are more likely to support the firm to strengthen its knowledge base and, build a leading and sustained competitive advantage for better performance. Firm resources, especially human capital resources are more useful if well organised as they rarely function in isolation. 
To achieve maximum efficiency and benefits, the firm must create a friendly organisational echo system, where bundles of human resources interact with one another to create business value (Barney & Arikan, 2001; Shamsie et al., 2009; Mahmood et al., 2011; Chari & David, 2012). Again, the complementarities within the human capital base and other firm resources help to deepen the firm’s competitive advantage and performance (Mackey et al., 2014). The compatibility of perspectives, Knowledge, and skills, and how these resources are effectively organised among top management teams have significant implications for firm performance (Sheng et al., 2011; Ndofor et al., 2015). However, a study by West and Noel (2009) shows that the manager’s industry knowledge acquired and developed overtime through past managerial experience does not significantly influence firm performance. 
The current study applies managerial experience as a moderating variable on the relationship between EO and firm performance. It is very important to acknowledge that the performance effect of EO depends on firm internal structures and business environmental factors. Therefore, considering the intervening factors that affect the EO-firm performance relationship would be very valuable and relevant for both the academia and professional practice. 


2.2	THEORETICAL REVIEW
2.2.1	Resource Dependency Theory (RDT) 
The resource dependence theory (RDT) proposed by Pfeffer and Salancik (1978) postulates that firms must engage in networks in the form of inter-firm collaborations and partnership with other key players (e.g., government officials, NGOs, community leaders, and financial institutions) in their environments to obtain support and resources for survival and sustainable growth (Barringer and Harrison, 2000; Alkuaik, 2017). Firms faced with different kinds of threats from their external environments require support and critical resources to survive the fierce competition ahead of them (Barringer and Harrison, 2000; Castanias and Helfat, 1991; Simonin, 1997). The resource dependency perspective explains that one good way to acquire these useful resources is to create network ties with other firms and key players influencing the business environment (Alkuaik, 2017). 
According to Barringer and Harrison (2000), firms build inter-organizational network ties to achieve several targets. One, they believe that connections and collaborations with other firms, policy makers and business regulators will increase their market power to reduce the competition and possibly help to gain some level of market monopoly over certain products and services. Two, interfirm collaborations facilitate access to external resources that are rare and difficult to acquire because of the high cost or the rigorous process involved. For example, big pharmaceutical firms are known for building network ties with smaller pharmaceutical firms to exploit their innovative knowledge acquired through novel research. In some cases, they completely acquire the smaller firm to monopolize ground-breaking ideas and breakthroughs from their research findings to foster business exploits. On the other hand, the smaller pharmaceutical firms form business network ties with big pharmaceutical firms to gain access to financial resources (e.g., trade credits), information technology (IT), better supply links, distribution networks and other logistics related benefits (Fisher, 1996). The proponents of RDT emphasize on the necessity to acquire critical resources, stating that for firms to gain competitive advantage for sustainable business exploits and growth, they must engage with the external business environment through collaborations and network ties to access needed resources (Barringer and Harrison, 2000).

2.2.2	Agency Theory 
The agency theory is applied in explaining the relationship between the principals who are the owners of the firm and the agents being the managers who run the activities of the firm (Hill and Jones, 1992). The agency theory as explained by Jensen & Meckline (1976) is a situation where the principals engage and delegate the agents to pilot the business operations of the company on their behalf. The agents in this relationship are expected to maximize returns to the principals. However, in practice this may not always be the case because agents may commit moral hazards to the detriment of the principals who own the resources of the business (Lamont et al., 2018). Majority of agents run the business with a target to increase their own wealth and not that of the owners of the firm (Panda & Leepsa, 2017). For example, an agent may deliberately refuse to disclose areas of inefficiencies within the organisation that could hinder benefits such as pay increase, bonuses, and awards. Again, some managers would prefer to apportion huge amount of company funds to their personal leisure trips and holiday rather than putting such money in training employees to acquire new skills and technologies to improve business operations. 
The existence of conflicting interests between managers and owners of the business is an agency problem that could incur more cost to the firm. Agency related cost such as inefficiency, low productivity, and financial losses can be reduced to minimal level through good communication and network relationship between the agents and the principals (Panda & Leepsa, 2017). Another way to address the agency problem is to establish a proper governance system and make corporate policies that will align the interests of the principals and the agents (Eisenhardt, 1989). This means both the principals and agents must have similar interests that drive the company goals and objectives. Applying effective strategies to address the agency problem will reduce agency cost and improve company performance. Ahmed (2009) who examined data from 100 blue-chip companies for the period between 199 to 2001 confirms that the high level of managerial equity ownership reduces the agency cost. In otherwords, firm owners could avoid agency cost by participating in the management of their business. 
2.2.3	Stakeholder Theory 
The stakeholder theory proposed by Freeman (1984) emphasizes that firms should consider the various interests of all stakeholders in decision making because stakeholders play important role to enhance success in business operations. This implies that firms should first align stakeholders’ needs, expectations, and welfare before taking any action (Freeman et al., 2021). Freeman (1984) explains that stakeholders are those who can influence and be influenced by the activities of the firm. Stakeholder theory has identified different groups such as the company owners, employees, customers, suppliers, creditors, government, host communities and the society as stakeholders of the firm (Clement, 2005). This theory propose that firms can effectively create value if they establish a good relationship with stakeholders who can affect and be affected by their activities (Freeman, 1984). Hence, it is the top managers’ role to form networks to enable them reach out to both the internal and external stakeholders to know their values, choices, and what will benefit or harm them, while carrying out business operations. 
An effective rapport with internal stakeholders like firm owners, and employees will help to reduce conflicts, and criticisms that could lead to unproductivity and poor performance (Bosse, et al., 2009). Again, a good relationship with external stakeholders such as the customers, suppliers, creditors, government, host communities, and the society can help boost corporate reputation, patronage, loyalty, and improve ease of doing business (Clement, 2005).
2.3	EMPIRICAL REVIEW 
In the bid to directly, associate the EO dimensions with business performance, Amin (2015), investigated the effects of entrepreneurial orientation and learning orientation on SMEs’ performance. A total of 200 SMEs from the electronics and electrical sectors, as well as, 250 SMEs from the food and beverage industries in Malaysia were surveyed at random for the research. Following structural equation modelling with partial least square (SEM-PLS) approach.
Amin (2015), estimated the complex cause-effectrelationships between the study variables. The studyshowed at 1% significance that the EO dimensions(innovativeness, proactiveness, and risk-taking) andlearning orientation have a substantial link with theperformance of SMEs; make a significant contribution toSMEsperformance. Whilst the study by Amin (2015) at a1% significance level reflected high strength of evidence inprobabilistic terms, the researcher failed to confirm thefitness model through a Confirmatory Factor Analysis(CFA). This would have helped to confirm or reject themeasurement theory. Nonetheless, the study model could beadopted among large corporations to generalise the findingsof the study.
Musthofa et al. (2017), sought to contribute to the extant literature on the effect of the EO dimensions of innovativeness, proactiveness and risk-taking on business performance. The study included respondents from embroidery SMEs in Kudus Regency. The sample size was 153 and purposive sampling was used to collect the data. Like Amin (2015), Musthofa et al. (2017) followed the SEM-PLS approach but used Cronbach alpha to ascertain that their research instrument was reliable. The statistical analysis of the research model on each hypothesis revealed that, first, an innovative EO had a significant effect on business performance; second, a proactive EO had no significant effect on business performance; and third, a risktaking EO had a significant effect on business performance. This revealed that not all the dimensions of EO could be significant. Whilst Musthofa et al. (2017), used a robust research methodology to study the research variables, considering the limited number of the sample (153 people),the SEM-PLS approach may not be too ideal.

Kock and Hadaya (2018), averred that the minimum required sample size for a PLS-SEM analysis is about 265 persons based on the Monte Carlo simulation. Hence, there is a need to study the EO dimension with a greater sample, perhaps it may be the reason why proactiveness is insignificant in this study.
Nikraftar and Momeni (2017), investigated the relationships between entrepreneurial, market and learning orientation and business performance. The data was gathered using questionnaires from 384 senior managers in Iran. The findings indicate that market and learning orientation have a significant effect on performance, while EO has no significant effect on business performance. According to the data, learning orientation is the most important predictor of business performance among all other antecedents. More specifically, the findings indicate that higher levels of learning orientation result in better levels of growth and profitability. 
Contrary to the works of Musthofa et al. (2017), Nikraftar and Momeni (2017), showed that the EO dimension may be insignificant in affecting business performance. However, their data is limited to the information and communications technology enterprises, as such; subsequent research must corroborate these conclusions in other industries.

Souisa (2018), sought to determine the impact of entrepreneurship and market orientation on business performance. The respondents of the study were 150 business actors in the floriculture business in Bandung City,Indonesia. They employed a descriptive and explanatory survey research design, which aimed to learn about the description of the research topic, as well as, the characteristics and correlations between variables. SEMPLS was employed to carry out an analysis of the data.
According to the findings of the study by Souisa (2018), entrepreneurial and market orientation have no direct or significant influence on business performance. Even thoughSEM-PLS is a good approach towards investigating the EO dimensions, Kock and Hadaya (2018), have revealed that it is not too effective on small sample sizes, which is something Souisa (2018) failed to take cognisance of. Also, Souisa (2018), failed to test the reliability and validity of their research questionnaire. Nonetheless, the work by Souisa (2018), showed a contrasting view that the EO dimensions may be insignificant towards the business performance of firms.
Watson et al. (2019), examined the direct relationship between EO and the performance of franchise firms. They took cognisance of national culture in their study and researched the EO dimensions of risk-taking, innovativeness, proactiveness, autonomy and competitive aggressiveness of the firm—in line with Lumpkin and Dess
(1996). The sample size consisted of 378 franchise organisations from Australia, France, India, South Africa and the United Kingdom. The analysis of covariance (ANCOVA) was used to examine the main and interaction effects of the variables. The findings indicated that EO has a significant effect on business performance and that the EO rhetoric in franchise businesses changes depending on the country’s cultural environment. However, of the five EO dimensions tested, proactiveness was found to be insignificant like in the works of Musthofa et al. (2017). Whilst Watson et al. (2019), with the use of ANCOVA, considered other variables to capture cultural complexes in their research, they failed to test the reliability and validity of their research instrument. As such, it is not quite clear whether the data collected is consistent or accurate to measure the variables. Nonetheless, the study is groundbreaking research that demonstrates how national culture affects the EO dimension used in franchise firms.

2.4	GAP IN THE LITERATURE
The study conducted on impact of entrepreneurial orientation, human capital on the performance of SMEs to cover the gap of lack of education, knowledge, skills and training needed, on the other side lack of synergy between government and firms, corruption and insecurity on the performance of SMEs (a case of Olams grains Ilorin). This research work will be useful and help to bridge the gap between entrepreneurial orientation, human capital and performance of SMEs. Since it has been identified that lack of risk taking, innovation, training and experience lead to decrease in sales growth and efficiency. 
However, several research works have been conducted in entrepreneurial orientation but little have been done on relationship between entrepreneurial orientation and human capital specifically among enterprises in Nigeria.


CHAPTER THREE
METHODOLOGY
[bookmark: _Toc112239223]3.0	Preamble
This chapter discussed the methodology that was adopted in this study; Research Design, Population of the study, Sampling techniques, reliability and validity.
[bookmark: _Toc112239224]3.1	Research Design
Survey method was adopted because most journal and articles related to this work used survey method. Ojo (2011), Irefin (2017) asserted that this method offers the researcher the opportunity to generate data, thereby providing a valid generalization of research findings. More so, it investigated beliefs, opinions, attitude, preferences or disposition of the population element without subjecting them to any form of manipulation and control. According to Otokiti (2005), survey method is explained as type of field study that involves the collection of data from a sample of element drawn from a well-defined population.
3.2	Population of the Study
According to Kothari (2012), the importance of a target population is where the researcher drew inferences from, and answers of the research questions. A population frame is a comprehensive itemized list of all subjects, which comprise the study population, from which a sample is taken (Mugenda&Mugenda, 2018). A population is a group of individuals, persons, objects or items, from which samplesare drawn or taken for measurement. The research will be conducted in Olam Grains, Ilorin, Kwara State. The target population for this study is made up of all the staff of Olam Grains, Ilorin, Kwara State. In this study, eighty – five (85) workers at Olam Grains, Ilorin were selected. 
[bookmark: _Toc112239227]3.3	Sources of Data
The data for this study was collected using the primary source and the primary data was the first hand data which was generated during the course of the research work.
3.4 Data Collection Methods
The hallmark of research is data collection Otokiti, (2014). Data collection is very crucial in research. There are two major methods of collecting data and these were primary and secondary. Hence, this study adopted the primary source of data. The primary data was obtained mainly with the use of close ended questionnaire. 
For the purpose of this research, a closed ended structured questionnaire was adopted and distributed to the targeted respondents within the proposed sample size in Olams grains Ilorin.
[bookmark: _Toc112239228]Furthermore, a closed ended questionnaire was adopted using the Five-point Likert scale in series as SD= Strongly Disagreed, D= Disagreed, N= Neutral, A= Agreed and SA= Strongly Agreed as this allowed consistency and accuracy. Lastly, the questionnaire was divided into three section as; Section A to take care of Demographic questions, Section B looking at the level at which the respondent understanding of the subject matter, the proposed question derived from the objectives and the last section takes into consideration the statements that looked into answering the hypotheses set in the research study. 
3.5	Sample Size and Sampling Techniques
For this project work a sample eighty five respondent’s opinions will be sampled from Olams Grains, Ilorin, Kwara State.The sampling technique will be randomly selected respondents from Olam Grains, Ilorin, Kwara State. The sampling method that will be used in carrying out this study is the simple random sampling type. A simple random sample is obtained by choosing elementary units in such a way that each unit of the population has an equal chance of being selected. A simple random sample is free from sampling bias. In most cases, the size of the population is too large for the study. Since the study is the workers of Olam but 85 of them were selected. 
3.6          Method of Data Analysis	
The result gotten from the research field work was analyzed using frequency distribution table to display the percentage of the demographic date and to show the level of agreement and disagreement to the research statements in the closed ended questionnaire with the help of Statistical Package for Social Sciences (SPSS).
In addition, Simple regression analysis method was adopted to test the effects of the independent construct (i.e.entrepreneurial orientation and human capital) on the dependent construct (i.e. performance of SMEs) as asked in the hypotheses stated in previous section.
[bookmark: _Toc112239230]3.7      Validity of Research Instrument
The research instrument was validated by the project supervisor. The instrument was prepared by the researcher and submitted to the project supervisor for scrutiny. The corrections made by the supervisor were carefully incorporated by the researcher in order for the instrument to be valid.
[bookmark: _Toc112239231]3.8	Reliability of Research Instrument
Osaeze and Izedonmu (2000) define reliability as the consistency between independent measurement of the same phenomenon, which implies stability, dependability and predictability of a measuring instrument. The result gotten from the questionnaire was compared to see if they correlated. The test re-test approach was adopted.
3.9	Ethical Consideration
The work considered highest level of confidentiality on reasonable level from management of questionnaire to enveloping disclosure therein. This information shared during structured interview was transcribed with near perfect interpretation and without any interference from the researcher. Similarly, the research ensured that the interpretation was divorce of personal interest.


CHAPTER FOUR
Data Presentation, Analysis and Interpretation of Results
4.1	Preamble	
This chapter focuses on data presentation, analysis and interpretation, and hypothesis testing. The various questions in the questionnaire are analyzed using simple percentage and the hypotheses are tested using the ordinary least square regression with the use SPSS 20 application.
Table 4.2	Summary of Respondents’ Demographic Information
	S/N
	Items 
	Frequency 
	Percentage(%)

	1. 
	Gender
Male 
Female
Total 
	
48
37
85
	
56.7
43.53
100.0

	1. 
	Age
18-25yrs
26-35yrs
36-45yrs
46-above
Total 
	
28
32
13
12
85
	
32.94
37.64
15.29
14.11
100

	3.
	Marital Status
Single
Married
Divorced
Separated
Total 
	
16
45
16
8
85
	
18.82
52.94
18.82
9.41
100

	4.
	Education qualification
FSLC
SSCE
OND/NCE
HND/BSC
OTHERS
TOTAL
	
14
18
22
26
5
85
	
16.47
21.18
25.88
30.59
5.88
100

	5.
	Years of experience
Less than 5 yrs
5 - 10 yrs
11 – 15 yrs
More than 15 yrs
TOTAL
	
26
33
16
10
85
	
30.59
38.82
18.82
11.77
100

	6.
	Job Category
Support Group
Management and Professional 
Top Management 
	
52
25
8
85
	
61.18
29.41
9.41
100

	7.
	Monthly Salary (N)
Less than 20,000
20,000-50000
51,000-100000
101,000 above
	
28
30
15
12
85
	
32.94
37.64
15.29
14.11
100


Source: Author’s Field Survey, 2023
Table 4.2 above is a representation of the summary of the demographic information of the sampled questionnaire where the gender column presented that 48 respondents amounting to 56.7% are male and 37 with 43.53% are female respondents which means that the study has more female respondents covered in the cause of the administration of questionnaire. Also shows that majority 32 (37.64%) of the respondents were between the age of 26 – 35 years while 28 representing 32.94% were between 18 – 25 years, 13 (15.29%) were between 36 – 45 and 12 (14.11%) were between 46 years above. It also reveals that majority 45 (52.94%) of the respondents were married, while 18.82% of the respondents were single and divorced respectively and 8 respondents representing 9.41% were separated. Also shows that most of the respondents are HND/BSc. holder representing 30.59% while 22 respondents representing 25.88% were OND/NCE holder. 16.47% and 21.18% of the respondents were FSLC and SSCE holder respectively while 5 (5.88%) have higher and professional certificates other than HND/BSc. It also shows that majority 33 (38.82%) of the respondents have been working for more than 5 – 10 years while 26 (30.59%) have a working experience less than 5 years. Meanwhile, 18.82% and 11.77% have more than 10 years working experience. It reveals that majority of the respondents representing 61.18%at OLAM Grains, Ilorin work as support group while 25 (29.41%) of respondents were managers and professionals and only 8 of the respondents representing 9.41% were top managers/directors. It shows that most of the respondents representing 37.64% earn between N20,000 – N50,000 while 32.94% of the respondents earn less than N20,000 and 15.29% and 14.11% earns between N51,000 above.
4.3 DISTRIBUTION TABLE FOR TRAINING
	S/N
	Factor
	Factor Level
	Frequency
	Percentage %

	1. 
	There is job enrichment process in the company
	SA
A
U
D
Total 
	42
27
10
6
85
	49.4
31.7
11.7
7
100

	2. 
	The resources are inadequate
	SA
A
U
D
Total
	20
21
19
25
85
	23.52
24.7
22.35
29.41
100.00

	3. 
	The employees get incentives for their efforts
	SA
A
U
D
SD
Total
	16
39
15
9
6
85
	18.82
45.88
17.64
10.58
7
100.00

	4. 
	There is effective application of the knowledge
	SA
A
U
Total
	33
40
12
85
	38.82
47.05
14.11
100.00

	5. 
	Employees are efficient
	SA
A
U
D
SD
Total
	36
24
14
6
5
85
	42.35
28.23
16.47
7.05
58.82
100

	6. 
	The junior staff take time to understudy their superiors
	SA
A
U
D
Total
	34
29
18
4
85
	40
34.11
21.11
4.70
100


Source: Researcher’s Field Survey, 2023
From the distribution, 42 of the respondents representing 49.4% said they strongly agreed to the statement thatthere is job enrichment process in the company, 27 of the respondents representing 31.7% said they agreed to the statementthat there is job enrichment process in the company, 10 of the respondents representing 11.7% said they are undecided to the statement, 6 of the respondents representing 7% said they disagreed to the statement. Therefore the largest population agreed that there is job enrichment process in the company

Also, the distribution table above shows that, 20 of the respondents representing 24% said that they strongly agreed that the resources are inadequate, 20 of the respondents representing 23% agreed that the resources are inadequate, 19 of the respondents representing 22% said they are undecided to the statement, 25 of the respondents representing 29% disagreed that the resources are inadequate. Therefore the largest population disagreed that resources are inadequate. 

In addition, the distribution table shows that, 16 of the respondents representing 19% strongly agreed that the employees get incentives for their efforts, 39 of the respondents representing 46% agreed that employees get incentives for their efforts 15 respondents representing 18% said are undecided to the statement, 9 respondents representing 11% disagreed that employees get incentives for their efforts while 6 respondents representing 7% strongly disagreed that employees get incentives for their efforts. Therefore the largest population agreed that employees get incentives for their efforts.
Also, the distribution table shows that, 33 of the respondents representing 39%  strongly agreed that there is effective application of the knowledge, 40 of the respondents representing 48% agreed that there is effective application of the knowledge, 12 respondents representing 14% said are undecided to the statement, Therefore the largest population agreed that there is effective application of the knowledge

In addition, the distribution table above shows that, 36 of the respondents representing 42% said that they strongly agreed thatemployees are efficient, 24 of the respondents representing 28% agreed thatemployees are efficient, while 14 of the respondents representing 16% said they are undecided to the statement, 6 of the respondents representing 7% disagreed that the employees are efficient, 5 of the respondents representing 6% strongly disagreed thatemployees are efficient. Therefore the largest population strongly agreed that employees are efficient. 

Consequently, the distribution table above shows that, 34 of the respondents representing 40% said that they strongly agreed that the junior staff take time to understudy their superiors, 28 of the respondents representing 34% agreed that the junior staff take time to understudy their superiors, while 18 of the respondents representing 21% said they are undecided to the statement, 4 of the respondents representing 5% disagreed that the junior staff take time to understudy their superiors. Therefore the largest population strongly agreed that the junior staff take time to understudy their superiors.
Table 4.4	DISTRIBUTION FOR EXPERIENCE
	S/N
	Factor
	Factor Level
	Frequency
	Percentage %

	7.
	The qualification of employees benefit the company
	SA
A
U
D
Total
	28
30
19
8
85
	32.94
35.29
22.35
9.41
100

	8.
	The organization places the right people in the right place
	SA
A
U
Total
	42
30
13
85
	49.41
35.29
15.29
100

	9.
	Employees are satisfied with the benefits received
	SA
A
U
D
Total
	22
37
20
6
85

	25.88
43.52
23.52
7.05
100

	10.
	The workforce perform their work regularly
	SA
A
U
D
SD
	23
29
19
10
4
	27.05
34.11
22.35
11.76
4.70

	11.
	Employees handle the tools appropriately
	SA
A
U
D
SD
Total
	20
37
10
12
6
85
	23.52
43.52
11.76
14.11
7.05
100

	12.
	Attending seminars help the workers to grow
	SA
A
U
D
SD
Total
	33
28
15
7
2
85
	38.82
32.94
17.64
8.23
2.35
100


Source: Researcher’s Field Survey, 2023

From the distribution, 28 of the respondents representing 33% strongly agreed thatthe qualification of employees benefit the company, 30 of the respondents representing 35% agreed that the qualification of employees benefit the company, 19 of the respondents representing 22% said they are undecided to the statement, 8 of the respondents representing 9% disagreed that the the qualification of employees benefit the company. Therefore the largest population agreed that the qualification of employees benefit the company.
Also, from the distribution above, it shows that 42 of the respondents representing 49% strongly agreed thatthe organization places the right people in the right place, 30 of the respondents representing 35% agreed that the organization places the right people in the right place, 13 of the respondents representing 15% said they are undecided to the statement,. Therefore the largest population strongly agreed that the organization places the right people in the right place.
Additionally, from the distribution above, it shows that 22 of the respondents representing 26% strongly agreed thatemployees are satisfied with the benefits received, 37 of the respondents representing 44% agreed thatemployees are satisfied with the benefits received, 20 of the respondents representing 24% said they are undecided to the statement, 6 of the respondents representing 7% disagreed that employees are satisfied with the benefits received.  Therefore the largest population strongly agreed that employees are satisfied with the benefits received.
In addition, the distribution table shows that 23 of the respondents representing 27% strongly agreed thatthe workforce perform their work regularly, 29 of the respondents representing 34% agreed that the workforce perform their work regularly, 19 of the respondents representing 22% said they are undecided to the statement, 10 of the respondents representing 12% disagreed that the workforce perform their work regularly. Therefore the largest populationagreed that employees the workforce perform their work regularly.
Consequently, the distribution table shows that 20 of the respondents representing 24% strongly agreed thatemployees handle the tools appropriately, 34 of the respondents representing 44% agreed thatemployees handle the tools appropriately, 10 of the respondents representing 12% said they are undecided to the statement, 12 of the respondents representing 14% disagreed that theemployees handle the tools appropriately, 6 of the respondents representing 7% strongly disagreed that employees handle the tools appropriately Therefore the largest population agreed employees handle the tools appropriately.
Finally, the distribution table shows that 33 of the respondents representing 39% strongly agreed that attending seminars help the workers to grow, 28 of the respondents representing 33% agreed that attending seminars help the workers to grow, 15 of the respondents representing 18% said they are undecided to the statement, 7 of the respondents representing 8% disagreed that attending seminars help the workers to grow, 2 of the respondents representing 2% strongly disagreed that attending seminars help the workers to grow. Therefore the largest population strongly agreed that attending seminars help the workers to grow.
Table 4.5	DISTRIBUTION FOR RISK TAKING
	S/N
	Factor
	Factor Level
	Frequency
	Percentage %

	13
	I like the feeling that come from entering a new situation
	SA
A
U
D
SD
Total
	19
33
20
10
3
85
	22.35
38.82
23.52
11.76
3.52
100

	14.
	I often think about doing things that would arouse a great deal of fear and anxiety
	SA
A
U
D
SD
Total
	15
28
18
17
7
85
	17.64
32.94
21.17
20
8.23
100

	15.
	I like to engage myself in a situation that the outcome is not clear
	SA
A
U
D
SD
Total
	15
23
29
12
6
85
	17.64
27.05
34.11
14.11
7.05
100

	16.
	I like to multitask
	SA
A
U
D
SD
Total
	16
29
10
20
10
85
	18.92
34.11
11.76
23.52
10.76
100

	17
	I carefully analyze the situation before making decision
	SA
A
U
D
SD
	28
17
20
13
7
	32.94
20
23.52
15.29
8.23

	18.
	I enjoy doing things that are not planned
	SA
A
U
D
SD
Total
	23
32
17
9
4
85
	27.05
37.64
20
10.58
4.70
100


Source: Researcher’s Field Survey, 2023
The distribution table shows that 19 of the respondents representing 22% strongly agreed thatI like the feeling that come from entering a new situation, 33 of the respondents representing 39% agreed thatI like the feeling that come from entering a new situation, 20 of the respondents representing 26% said they are undecided to the statement, 10 of the respondents representing 12% disagreed that I like the feeling that come from entering a new situation, while 3 of the respondents representing 4% stronglydisagreed that I like the feeling that come from entering a new situation. Therefore the largest population agreed that I like the feeling that come from entering a new situation.
Also, distribution table shows that 15 of the respondents representing 18% strongly agreed thatI often think about doing things that would arouse a great deal of fear and anxiety, 28 of the respondents representing 32% agreed thatI often think about doing things that would arouse a great deal of fear and anxiety, 18 of the respondents representing 21% said they are undecided to the statement, 17of the respondents representing 20% disagreed that I often think about doing things that would arouse a great deal of fear and anxiety, while 7of the respondents representing 8% strongly disagreed that. Therefore the largest population agreed that I often think about doing things that would arouse a great deal of fear and anxiety.
In addition, distribution table shows that 15 of the respondents representing 18% strongly agreed that I often think about doing things that would arouse a great deal of fear and anxiety, 28 of the respondents representing 32% agreed that I often think about doing things that would arouse a great deal of fear and anxiety, 18 of the respondents representing 21% said they are undecided to the statement, 17 of the respondents representing 20% disagreed that I often think about doing things that would arouse a great deal of fear and anxiety, while 7 of the respondents representing 8% strongly disagreed that. Therefore the largest population agreed that I often think about doing things that would arouse a great deal of fear and anxiety.
Additionally, distribution table shows that 15 of the respondents representing 18% strongly agreed that I like to engage myself in a situation that the outcome is not clear, 23 of the respondents representing 27% agreed thatI like to engage myself in a situation that the outcome is not clear, 29 of the respondents representing 34% said they are undecided to the statement, 12 of the respondents representing 14% disagreed that I like to engage myself in a situation that the outcome is not clearwhile 6 of the respondents representing 7% stronglydisagreed thatI like to engage myself in a situation that the outcome is not clear. Therefore the largest population agreed that I often think about doing things that would arouse a great deal of fear and anxiety.

Consequently, distribution table shows that 16 of the respondents representing 19% strongly agreed thatI like to multitask, 29 of the respondents representing 34% agreed that I like to multitask, 10 of the respondents representing 12% said they are undecided to the statement, 20 of the respondents representing 24% disagreed that I like to multitaskwhile 10 of the respondents representing 11% stronglydisagreed thatI like to multitask. Therefore the largest population agreed I like to multitask
In addition, distribution table shows that28 of the respondents representing 33% strongly agreed  thatI carefully analyze the situation before making decision, 17of the respondents representing 20% agreed that I carefully analyze the situation before making decision 20 of the respondents representing 24% said they are undecided to the statement, 13of the respondents representing 15% disagreed that I carefully analyze the situation before making decision, while 7 of the respondents representing 8% stronglydisagreed thatI carefully analyze the situation before making decision. Therefore the largest population strongly agreedI carefully analyze the situation before making decision.
Finally, distribution table shows that 23 of the respondents representing 27% strongly agreed thatI enjoy doing things that are not planned, 32 of the respondents representing 38% agreed that I enjoy doing things that are not planned, 17 of the respondents representing 20% said they are undecided to the statement, 9 of the respondents representing 11% disagreedI enjoy doing things that are not planned, while 4 of the respondents representing 5% stronglydisagreed that. I enjoy doing things that are not planned. Therefore the largest population agreedthat I enjoy doing things that are not planned.
4.6	DISTRIBUTION TABLE FOR INNOVATION
	S/N
	Factor
	Factor Level
	Frequency
	Percentage %

	19
	Employee are consider as important source of information.
	SA
A
U
Total
	27
34
24
85
	31.76
40
28.23
100

	20
	The organization often organize training for the employee.
	SA
A
U
D
Total
	25
39
15
7
85
	29.41
45.88
17.64
8.23
100

	21.
	Employees are aware of the goals of the organization
	SA
A
U
D
Total
	29
21
14
21
85
	34.11
24.70
16.47
24.70
100

	22
	Employees always want to learning new skills
	SA
A
U
Total 
	28
38
9
85
	32.94
44.70
10.58
100

	23
	Most of the employees have analytical skills
	SA
A
U
D
Total
	20
36
17
12
85
	23.52
42.35
20
14.11
100

	24
	Employees always wanting to learn more
	SA
A
D
Total
	43
29
13
85
	38.82
34.11
23.63
100


Source: Researcher’s Field Survey, 2023

The distribution table shows that 27 of the respondents representing 32% strongly agreed that employee are consider as important source of information., 34 of the respondents representing 40% agreed that employee are consider as important source of information., 24 of the respondents representing 28% said they are undecided to the statement, Therefore the largest population agreed that employee are consider as important source of information.
In addition, the distribution table shows that 25 of the respondents representing 29% strongly agreed thatthe organization often organize training for the employee., 39 of the respondents representing 36% agreed thatthe organization often organize training for the employee., 15 of the respondents representing 18% said they are undecided to the statement, 7 of the respondents representing 8% disagreed thatthe organization often organize training for the employee. Therefore the largest population agreed that The organization often organize training for the employee.
Also, the distribution table shows that 29 of the respondents representing 34% strongly agreed thatemployees are aware of the goals of the organisation, 21 of the respondents representing 25% agreed thatemployees are aware of the goals of the organisation, 14 of the respondents representing 16% said they are undecided to the statement, 21 of the respondents representing 25% disagreed thatemployees are aware of the goals of the organisation, Therefore the largest population agreed thatemployees are aware of the goals of the organisation.
The distribution table shows that 28 of the respondents representing 33% strongly agreed thatemployees always want to learning new skills, 38 of the respondents representing 45% agreed thatemployees always want to learning new skills, 9 of the respondents representing 11% said they are undecided to the statement, Therefore the largest population agreed that employees always want to learning new skills.
The distribution table shows that 20 of the respondents representing 24% strongly agreed thatmost of the employees have analytical skills, 36 of the respondents representing 42% agreed thatmost of the employees have analytical skills, 17 of the respondents representing 20% said they are undecided to the statement, 12of the respondents representing 14% disagreed thatmost of the employees have analytical skills. Therefore the largest population agreed that most of the employees have analytical skills.
The distribution table shows that 43 of the respondents representing 51% strongly agreed thatemployees always wanting to learn more, 29 of the respondents representing 34% agreed thatemployees always wanting to learn more, 13 of the respondents representing 24% said they are undecided to the statement, Therefore the largest population agreed that employees always wanting to learn more.

4.7 DISTRIBUTION TABLE FOR PERFORMANCE OF SMEs
	S/N
	Factor
	Factor Level
	Frequency
	Percentage %

	25
	The company ensures employees are properly guided to perform their duties
	SA
A
U
Total
	27
34
24
85
	31.76
40
28.23
100

	26
	Employee carry out their respective responsibility at work
	SA
A
D
Total
	47
28
10
85
	55.29
32.94
11.76
100

	27.
	Employees exercise self control and direction
	SA
A
U
D
Total
	35
26
18
6
85
	41.17
30.58
21.17
7.05
100

	28
	Attainment of organization target is easy
	SA
A
U
D
SA
	37
33
10
5
85
	43.52
38.82
11.76
5.88
100

	29
	The level of productivity increases as a result of employee commitment
	SA
A
U
Total
	39
31
15
85
	45.88
36.47
17.64
100

	30
	The performance of employee expedite through efficient organization orientation
	SA
A
U
D
Total
	31
37
10
7
85
	36.47
43.52
11.76
8.23
100

	31.
	Organization and employee proper duty conduct which are align with the set down rules
	SA
A
U
D
Total
	36
27
12
10
85
	42.35
31.76
14.11
11.76
100

	32
	Knowledge showcasing by employees bring about the ability to retain and satisfy customers
	SA
A
U
D
Total
	33
27
18
7
85
	38.82
31.76
21.17
8.23
100


Source: Researcher’s Field Survey, 2023

The distribution table shows that 27 of the respondents representing 32% strongly agreed thatthe company ensures employees are properly guided to perform their duties, 34 of the respondents representing 40% agreed thatthe company ensures employees are properly guided to perform their duties, 24 of the respondents representing 28% said they are undecided to the statement, Therefore the largest population agreed that the company ensures employees are properly guided to perform their duties.
Also, the distribution table shows that 47 of the respondents representing 55% strongly agreed thatemployee carry out their respective responsibility at work, 28 of the respondents representing 33% agreed employee carry out their respective responsibility at work, 10 of the respondents representing 12% said they are undecided to the statement,. Therefore the largest population agreed that employee carry out their respective responsibility at work.
In addition, distribution table shows that 35 of the respondents representing 41% strongly agreed thattheemployees exercise self control and direction, 26 of the respondents representing 31% agreed thatemployees exercise self control and direction, 18of the respondents representing 21% said they are undecided to the statement, 6 of the respondents representing 7% disagreed that employees exercise self control and direction. Therefore the largest population agreed that employees exercise self control and direction.
Additionally, distribution table shows that 37 of the respondents representing 44% strongly agreed thatattainment of organization target is easy, 33 of the respondents representing 39% agreed thatattainment of organization target is easy, 10 of the respondents representing 12% said they are undecided to the statement, 5 of the respondents representing 6% disagreed thatattainment of organization target is easy. Therefore the largest population agreed that attainment of organization target is easy
Also, table shows that 39 of the respondents representing 46% strongly agreed that, 39 of the respondents representing 47% agreed thatthe level of productivity increases as a result of employee commitment, 15of the respondents representing 18% said they are undecided to the statement, Therefore the largest population agreed that the level of productivity increases as a result of employee commitment.
Consequently, the distribution table shows that 31 of the respondents representing 36% strongly agreed thatthe performance of employee expedite through efficient organization orientation, 37 of the respondents representing 44% agreed thatthe company ensures employees are properly guided to perform their duties, 10 of the respondents representing 11% said they are undecided to the statement, 7 respondents representing 8% disagreed that the performance of employee expedite through efficient organization orientation. Therefore the largest population agreed that the performance of employee expedite through efficient organization orientation.
Additionally, the distribution table shows that 36 of the respondents representing 42% strongly agreed thatorganization and employee proper duty conduct which are align with the set down rules, 27 of the respondents representing 32% agreed thatorganization and employee proper duty conduct which are align with the set down rules, 12 of the respondents representing 14% said they are undecided to the statement, 10 respondents representing 12% disagreed thatorganization and employee proper duty conduct which are align with the set down rules. Therefore the largest population agreed that organization and employee proper duty conduct which are align with the set down rules.
Finally, the distribution table shows that 33 of the respondents representing 39% strongly agreed that knowledge showcasing by employees bring about the ability to retain and satisfy customers, 27 of the respondents representing 32% agreed that knowledge showcasing by employees bring about the ability to retain and satisfy customers, 18 of the respondents representing 21% said they are undecided to the statement, 7 respondents representing 8% disagreed that Knowledge showcasing by employees bring about the ability to retain and satisfy customers. Therefore the largest population agreed that knowledge showcasing by employees bring about the ability to retain and satisfy customers


4.4	HYPOTHESES TESTING
4.4.1	Test of Hypothesis one
 ANOVA Analysis for hypothesis one. 

Ho1	Training has no significant effect on performance of small and medium scale enterprise.
	Source of Variation
	SS
	df
	MS
	F
	P-value

	Between Groups
	1060.9
	1
	1060.9
	16.65463
	0.003529

	Within Groups
	509.6
	8
	63.7
	
	

	
	
	
	
	
	

	Total
	1570.5
	9
	 
	 
	 


		*Significance at F85 = 16.655; α-value of 0.05 
Since the p-value (0.0035) computed in table 10 is less than the alpha value (0.05), null hypotheses one is rejected. Therefore, training has significance effect on performance staff of OLAM Grains, Ilorin. This result supports the work of Tagha, Kwahar and shillie (2020) titled human capital development and he survival of small and medium size enterprises (SMEs) empirical evidence from Mezam division, north west region of Cameroon.

Hypothesis Two: Experience has no significant effect on performance of small and medium scale enterprise
Table : ANOVA Analysis for hypothesis two
	Source of Variation
	SS
	df
	MS
	F
	P-value

	Between Groups
	2592.1
	1
	2592.1
	45.63556
	0.000144

	Within Groups
	454.4
	8
	56.8
	
	

	
	
	
	
	
	

	Total
	3046.5
	9
	 
	 
	 


*Significance at F85 = 45.636; α-value of 0.05 
Since the p-value (0.0001) computed in table 11 is less than the alpha value (0.05), null hypotheses two is also rejected. Therefore, experience has significance effect on performance of at OLAM Grains, Ilorin. In line with the work of Lucia, Margarita and flor de maria in their paper they seek to examine the need for developing human capital management in SMEs in Mexico. 

Hypothesis Three: Risk taking has no significant effect on performance of small and medium scale enterprise

Table : ANOVA Analysis for hypothesis three 
	Source of Variation
	SS
	df
	MS
	F
	P-value

	Between Groups
	5501.3
	3
	1833.767
	127.3941
	3.16E-19

	Within Groups
	518.2
	36
	14.39444
	
	

	
	
	
	
	
	

	Total
	6019.5
	39
	 
	 
	 


*Significance at F85 = 127.394; α-value of 0.05 
Since the p-value (3.16E-19) computed in table 12 is less than the alpha value (0.05), null hypotheses three is also rejected. Therefore, risk taking has significance effect on performance of OLAM Grains, Ilorin. This complemented the work of Ifeanyi, Kanayo and Miracle (2021) titled entrepreneurial orientation and performance of SMEs in southeast, Nigeria. For this reason, risk taking has significance effect on performance of OLAM grains, Ilorin.

Hypothesis four: Innovation has  no significant effect on performance of small and medium scale enterprise
Table : ANOVA Analysis for hypothesis one. 
	Source of Variation
	SS
	df
	MS
	F
	P-value

	Between Groups
	1060.9
	1
	1060.9
	16.65463
	0.003529

	Within Groups
	509.6
	8
	63.7
	
	

	
	
	
	
	
	

	Total
	1570.5
	9
	 
	 
	 


		*Significance at F85 = 16.655; α-value of 0.05 
Since the p-value (0.0035) computed in table 10 is less than the alpha value (0.05), null hypotheses one is rejected. Therefore, innovation has significance effect performance of OLAM Grains, Ilorin. This result goes in line with what was discovered by Irikefe and Bagobiri (2022) in their study titled effect of entrepreneurial orientation on the performance of small business enterprises in Abuja. Therefore, innovation has significant effect on the performance of OLAM grains.



CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS
5.1	Preamble
This chapter is divided into four basic sections and these are; summary of findings, conclusion, recommendations and suggestions for further studies. The first section discusses the summary of findings where the findings were discussed extensively, also conclusion was explained and recommendation and suggestion for further studies were not neglected.
5.2	Summary Of Findings
The following finds were made from study:
i. Training has significance effect on performance staff of OLAM Grains, Ilorin.
ii. Experience has significance effect on performance of at OLAM Grains, Ilorin.
iii. Risk taking has significance effect on performance of OLAM Grains, Ilorin.
iv. Innovation has significance effect performance of OLAM Grains, Ilorin.
This study assesses the effect of entrepreneurial orientation and human capital on performance small and medium scale enterprises among the staffs of Olam Grains in Ilorin. The independent variables (demographic information) have revealed that most of the staffs at Olam Grains, Ilorin were between the ages ranges of 26 – 35 years in which many were male. 52.94% were married and the least educational qualification obtained is First School Leaving Certificate (FSLC) while majority of the respondents were HND/BSc. holders. In addition, 38.82% have between 5 – 10 years cognitive experience where many works as a support group and earn nothing less that N20,000 – N50,000 monthly. It has been found in the study that there is significance relationship between entrepreneurial orientation, human capital and performance of SMEs. 40% of the respondents agreed that employee are consider as important source of information and 43% agreed that employees handle the tools appropriately. 
5.3	Conclusion
Considering the findings of this study and other empirical works reviewed, the following conclusions were made:
i. The study gives empirical evidence that the human capital development is crucial in bringing about development of SMEs such as on the job training, participation in workshops and seminars and work experience jointly and independently enhance the performance of SMEs. On-the-job training was found to be the most critical contributor to SMEs followed by work experience and then participation in workshops.
ii. It is important manager to be proactive and take risks so to achieve competitive advantage and sustain organisational performance.
5.4		Recommendation
i. In today’s knowledge economy, SMEs must rely on workforce with human capital attributes such as education, experience, motivation, talent and skills to attain superior performance. The capabilities of human capital in transforming information into valuable knowledge through other elements such as structural capital indicate that human capital is the main root of firms’ investments. However, the SME’s short lifespan requires the segregating of the roles of intellectual capital into different life cycle stages to suit the needs of each stage. 
ii. The study recommends that owner-managers of small enterprises should favour the tendency to quickly “follow the leader” in introducing new products or ideas and constantly looks for businesses that can be acquired. In dealing with its competitors, small enterprises should strive often to be the first to introduce new products/services, administrative techniques, operating technologies etc. and; typically responds to actions that competitors initiate.
iii. Finally, the study recommends that owner-managers of small enterprises should have a strong propensity/proclivity for high-risk projects, with chances of high returns; favour exploring via incremental behaviour in achieving the organisation’s objectives due to the nature of the environment and; when confronted with decision-making situations involving uncertainty, typically adopts a risky posture to maximise the probability of making a profit. After all, risk-taking enables and encourages innovation and proactiveness, which can be an important product/service differentiator that can culminate in higher business performance in small enterprises.
[bookmark: _Toc110347090][bookmark: _Toc115233929]5.5	Suggestion for Further Study
There remains enough ground of scope in terms of data, models and methodology for studies in days to come. Further study may use secondary data or commercial settings such as bank as a sample for the more convenient result; may include other financial sectors such as development bank, finance companies and micro-finance companies; may use larger sample size and longer period; may use non-linear statistical tools and bidirectional causality tools.
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APPENDIX

Dear Respondent,
LETTER OF INTRODUCTION
This bearer, with matriculation number: is a student of the above named institution. He is currently conducting a research study titled “Impact of entrepreneurial orientation and human capital on SMEs.”.
In this circumstance, we request your support in helping her fill this questionnaire attached therein in order to make her carryout this research work objectively. 
Please note that the data supplied shall be treated with utmost confidence and use purely for academic purposes only.
Thanks for your cooperation.

Yours faithfully,
Researcher 
SECTION A: Bio-data (Please tick whichever is applicable) 
1) Gender:	Male (    )	Female  (     )
2) Age: 21-30 years (    ) 31-40 years (     ) 41-50 years    (   ) 51-60 years (      )
3) Educational Status: OND/NCE (    )B.Sc./HND (    ) MBA/Msc (  )  PhD (    ) 
Post-Doctoral (   )
4) Marital Status: Single (  )  Married (     )   Divorce (      ) Others (   ) 
5) Working experience: 1- 5 years (    ) 6-10 (   ) 


SECTION B: Please Tick the appropriate alternative                          
Where SA-Strongly Agreed, A- Agreed, U-Undecided, SD-Strongly Disagreed D-Disagreed
	
	Research Statements
	SA
	A
	U
	SD
	D

	Training

	1. 
	There is job enrichment process in the company
	
	
	
	
	

	2. 
	The resources are inadequate
	
	
	
	
	

	3. 
	The employees get incentives for their efforts
	
	
	
	
	

	4. 
	There is effective application of the knowledge
	
	
	
	
	

	5. 
	Employees are efficient
	
	
	
	
	

	6. 
	The junior staff take time to understudy their superior
	
	
	
	
	

	                                                                                Experience

	                7
	The qualification of employees benefit the company
	
	
	
	
	

	                8
	The organization places the right people in the right place
	
	
	
	
	

	                9
	Employees are satisfied with the benefits received
	
	
	
	
	

	              10
	The workforce perform their work regularly
	
	
	
	
	

	              11
	Employees handle the tools appropriately
	
	
	
	
	

	             12
	Attending seminars help the workers to grow
	
	
	
	
	

	                                                                              Risk Taking
	

	             13
	I like the feeling that come from entering a new situation
	
	
	
	
	

	            14
	I often think about doing things that would arouse a great deal of fear and anxiety 
	
	
	
	
	

	          15
	I like to engage myself in a situation that the outcome is not clear
	
	
	
	
	

	          16
	I like to multitask
	
	
	
	
	

	         17
	I carefully analyze the situation before making decision
	
	
	
	
	

	         18
	I enjoy doing things that are not planned
	
	
	
	
	

	                                                                       Innovation 

	          19
	Employee are consider as important source of information
	
	
	
	
	

	          20
	The organization often organize training for the employee
	
	
	
	
	

	          21
	Employees are aware of the goals of the organisation
	
	
	
	
	

	          22
	Employees always want to learning new skills
	
	
	
	
	

	          23
	Most of the employees have analytical skills
	
	
	
	
	

	         24
	Employees always wanting to learn more
	
	
	
	
	

	                                                                     Performance of SMEs

	          25
	The company ensures employees are properly guided to perform their duties
	
	
	
	
	

	          26
	Employee carry out their respective responsibility at work
	
	
	
	
	

	          27
	Employees exercise self control and direction
	
	
	
	
	

	         28
	Attainment of organization target is easy
	
	
	
	
	

	         29
	The level of productivity increases as a result of employee commitment
	
	
	
	
	

	        30
	The performance of employee expedite through efficient organization orientation
	
	
	
	
	

	        31
	Organization and employee proper duty conduct which are align with the set down rules
	
	
	
	
	

	        32
	Knowledge of showcasing by employees bring about the ability to retain and satisfy customers
	
	
	
	
	


[bookmark: _GoBack]
