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FEFFECT OF HUMAN CAPITAL DEVELOPMENT ON ORGANIZATIONAL
PERFORMANCE: A STUDY OF DANGOTE FLOUR MILLS, ILORIN, NIGERIA
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Abstract

In today's dynamic business world, the continued existence and ability of any organization 10 prompitly
achieve its predetermined objectives are highly reliant on the development of its human resources. This is
10 bring out the best from the workforce with a view to aligning their personal goals with the goals of the
organization. Therefore, the study examines the effect of human capital development on the organizational
performance in Dangote Flour Mills, Horin. This study made use of survey research design that allowed
the use of questionnaires to gather data from the respondents. The study's population was 232, while the
sample size stood at 147 which were determined through Taro Yamane 's formula. Linear regression and
Pearson Product Moment Correlation statistical techniques were employed to analyse the collected data
with the used of SPSS. The findings of the study show that human capital development variable yields a
coefficient of a multiple correlation square (R') of 0.746. This value is statistically significant at 0.03
probability level. The result of the study reveals further that human capital development variable yields a
coefficient of a multiple correlation square (R’) of 0.642. The value is significant at 0.05 probability level.
The correlation coefficient (r) between employees’ training and organizational innovation is 0.569, value
is found to be significant at 0.05 probability level. The study concludes that, human capital development
has significant influence on organizational productivity. Human capital development has considerable
influence on employees’ satisfaction, and there is positive and significant relationship between employees’
(raining and organizational innovation (N = 143, r = .569 p < 0.05) in the study area. The study therefore
recommends that, management of Dangote Flour Mill. Ilorin, should always ensure functional link
between its human capital development activities and productivity, and should make it a point of duty fo
regularly equip its employees with necessary knowledge and skills so as for them to be able to maximally
contribute to the organization’s Success.

Keywords: Employees’ Training; Human Capital; Manpower Administration; Organizational
Performance; Staff Development.

Introduction el :
The survival and continued existence of any organization in today’s dynamic business

environment is highly dependent on the organization’s ability to develop its human capital. The
development of human capital in the workplace is essential for the organization that expects
superlative performance or maximum contribution from i}ts employees towards the achievement
of the business overall objectives. In a bid to accomplish this, Marimuthu, Arokiasamy and
Ismail (2009) posit that organizations are expected to consistently ensure investment of the
required quantity of their resources on their employees so as to enhance their requisite
knowledge, skills, and competencies for effectiveness in the ever dynamic and intricate
environment.

Human capital as a concept, according to Okojie (2005), implies the aptitudes and talents
possessed by human resources of a particular geographical location, whih_: human cqp_:tal
development means act of making sure that the number of individuals with required prerequisites
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satisfaction Dangote Flour Mills, Horin. and
iy Hoy: There is no significant relationship between employee training and
organizational innovation in Dangote Flour Mills, Horin.

Literature Review

Human Capital

{iuman Capital has been defined by a number of authorities in the field of management as a
concept. Human capital refers to the stock of competencies, skills, knowledge and personal
Attribute embodied in individuals who facilitate their abilities for the creation of personal,
cconomic and social values (Organization for Economic Co-Operation and Development
|OECD], 2001). Also, Ejere (2011) postulated that human capital refers to the human factor in
the production process: and consists of the combined knowledge, skills or competencies and
abilities of the workforce.

Human capital is an organization’s key input that needs to be greatly treasured for employees’
constant enhancement, particularly on knowledge, skills, and abilities as it can be seen as a good
competitive advantage that improves higher performance. It refers to the knowledge, skills,
competencies, and attributes that are acquired by people so as 10 ease the formation of personal,
social and economic welfare (OECD, 2001). This is supported by Barney (1993) who posited
that the frequent dynamic nature of today’s business environment necessitates organizations to
go all-out for higher competitive advantages through vigorous business plans which infegrate
ingenuity and innovativeness. This is essentially important for their long-term sustainability.
Undoubtedly, human resource input plays a significant role in enhancing firms’ competitiveness

Human Capital Development

Human capital development has to do with provision of employees with additional training or
cducation so as to enhance performance and prevent or minimize human obsolescence.
Generally, human capital development denotes the process by which employees are exposed to
acquire the requisite skills for the development of the organization (Onodugo, 2000). This is
comprised of all procedures related to obtaining and increasing the number of individuals who
acquire education, skills, experience, and the motivation required for the development of overall
business goals in the organization,

In relation to Deku (2014), human resource development is a process by which firms assist their
employees in a continuous and planned manner 1o acquire required skills for the performance of
different functions having to do with their present or future roles. This is with a view to making
use of gained expertise for selves and organizational development. This involves a process of
observation, planning, action and review to manage the cognitive capacities, capabilities and
behaviors needed to enable and improve individual, team and organizational performance in
work i}rg&ni'?.&fi{}ﬂﬂ (Wnlg:nhach. Kabst & Beck, 2009),

Organizational Performance

Performance is a related concept having to do with the occurrence being considered (Hofer,
1983). Organizational performance includes three definite capacities of business outcomes which
are: financial performance (profits, return on assets, retum on investment, etc.), product market
performance (sales, market share, etc.); and shareholder return (total sharcholder return,
cconomic value added, etc.). However, performance seems (o be conceptualized, operationalized
and measured in different ways thus making cross — comparison difficult (Richard, 2009).
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Ul‘ganizﬂ‘lionnl Innovation

inovation, following the definition of Damanpour (1999), as cited in Faloye (2015), s the
embracing of an idea or behaviour, be it a system, policy, program, device, process, product, o
cervice that is novel to the adopting organization. However, organizational innovation can be
Jefined as implementing new ways of organizing business practices, external relations and
workplace (OECD, 2005). It is the introduction of new practices of doing business, workplace
organizing methods, decision making system and new ways of managing external relation
(Polder, Leeuwen, Mohnen, & Raymond, 2010).

Organizations introduce into their systems innovation with a view to enhancing is owerall
performance with a view to decreasing both their transaction and administrative Costs They
manage the ways of organizing things to compete with their competitors and satisfy the customes
(Ettlie & Reza, 1992). The new organizational method must be at least new to the organization
2nd new method can be developed by firm itself or with the help of third party (Polder, Lecuwen,
Mohnen, & Raymond, 2010).

Theoretical Review
In an attempt to describe the effect of human resource development on organizational
performance, two different theories both of which were appropriate for this study were reviewed.

Resource Based View Theory

Wernerfelt formulated resource based view theory in 1984. This theory positions that the firm’s
sustained competitive advantage lie in its valued and rare resources and capabilities. Resource
Based Theory identifies human capital as the most valuable, non-substitutable and imperiectly
\mitable resource that a firm can successfully utilize to achieve organizational productivity and
competitiveness. The theory advocates that the firm can secure a sustained competitive advantage
through facilitating the development of competencies that are firm specific, produce compiex
social relationship; are embedded in a firm’s history and culture, and generate tacit
organizational knowledge (Odhong & Were, 2013). '

Human Capital Theory

Human capital theory was developed by Economists like Elliot (1991) and the associates whose
main concern with human capital were in relation to the quality, rather than quantity of services
rendered in the workplace by the employees. After the manifestation of that concept as a theory,
Schultz (1961) recognized the human capital as one of the important factors of national economic
growth in the modern economy (Dae-bong, 2009). The theory maintains that an individual's
carning power is dependent on his acquired formal education. The theory positions further that
organization’s competitive advantage is largely determined by the key competences, skills,
knowledge and abilities of its workforce.

This theory emphasized greatly on human resource development, reward strategies and practices.
According to Dae-bong (2009), it is believed by human capital theorists that employee’s
education determines how much he eamns as salary, implying practically that the more education
an individual has, the more is his eaming power, and that the skills, knowledge and capabilities
that education offers can be transmitted into the work in relations to output.

Consequent upon the review of the two theories, resource-based theory is linked to human capital
theory in that they both emphasize that investment in people adds to their value to the firm
(Baron & Armstrong, 2007).
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[able 1: Socio-Demographic Information of the Respondents

Variable Levels Frequency (f) Percentage
(%0)
Male 64 44 8
Gender Female 79 55.2
Total 143 100.0
Less than 30 20 13.9
30-40 62 43.4
Age (Years) 41-50 43 30.1
51 and Above 18 12.6
Total 143 100.0
SSCE 9 6.3
NCE/Diploma 18 12.6
Educational Qualification BSC/HND 62 43.3
MSC/MBA 54 37.8
Total 143 100.0
Senior Staff 45 31D
Status in the Organization Junior Staff 08 68.5
Total 143 100.0
1-5 36 25.2
Working Experience 6-10 41 28.7
11-15 66 46.1
Total 143 100.0

Source. Field Survey, 2019

Table 1 shows the socio-demographic data of the respondents, It is shown that out of 143
(100,0%) of the respondents that participated in this study, 64(44.8%) were females, while 79
(55.2%) were males. It is therefore shown that the majority of the respondents in the study were
males. Also, the age distribution of the respondents shows that 20 (13.9%) were less than 30
years of age, 62 (43.4%) were of age 30-40 years, 43 (30.1%) were of age 41-50, while 18
(12.6%) of the respondents were of age 51 years and above. Out of the total sample size of the
respondents, 9(6.3%) had SSCE, 18(12.6%) had NC / Diploma, 62 (43.3%) had BSC/HND,
while 54 (37.8%) had MSC / MBA. It is further shown from the status of the respondents that 45
(31.5%) and 98(68.5%) respectively were Senior and junior staff of the organization. Information
on respondents’ working experience indicates that 36 (25.2%) had been working for between 1-5
years, 41 (28.7%) for 6-10 years, whereas 66 (46.1%) of the respondents had 11 and above years
of working experience in the organization.

Testing of Hypotheses

Hy,: Human capital development does not significantly influence organizational productivity.

35






lNorin Journal of Human Resource Management (IJHRM) Val 3. No.l. 20019

rable 4: Pearson Correlation between Employees’ Training and Organizational
;m;rlxgtiun

Variables 1 :
~Employee Training 1
> A rganizational Innovation 569 |
+- p< (3. N=143

cource: Authors' Computation, 2019

ble 4 illustrates the result of the relationship between employees’ training and organi?ational
ovation. As is shown in table 4, the correlation coefficient (r) between employees’ training
\nd organizational innovation is 0.569. This value is found to be significant at 0.05 pmbnhilit}f
evel. This suggests that there Is a positive and significant relationship between employees’
raining and organizational innovation (N = 143, r = .569 p < 0.05). Since p-value is less than 05
Il hypothesis is therefore rejected. This result concludes that there is significant relationship

serween employees” training and organizational innovation.
Discussion of Findings, Conclusion and Recommendations

Ihe findings of this study revealed that human capital development significantly influenced
nroductivity in Dangote Flour Mill, Tlorin. It was discovered that this variable alone was able 1o
count for not less than seventy-four percent variance in organizational productivity. This
finding is consistent with the findings of Chigozie. Aga and Onyia (2018) that knowledge has
nositive significant effect on product quality. Likewise, this discovery lend credence to the
stcome of Issa, Ukoha and Nwuche (2017) who found out that there was strong correlation
between the dimensions of human capital development and the measures of corporate
periormance.

The findings of the study further revealed that human capital development considerably
influenced employees’ satisfaction in the organization. It was found out that human capital
development as a variable accounted for sixty-four percent of the variance in employees’
.atisfaction. Also, the result of the study showed that there was a significant relationship between
employees’ training and organizational innovation. As a result of the positive and significant
relationship between these tWO variables, the finding suggesis that the more there is training
availability for the employees in the organization, the more exposused they become in terms of
new knowledge and skills acquisition and the more competitive the organization turns out (o be.
Ihis finding corroborates the outcome of Chigozie, Aga and Onyia (2018) that skills have
positive significant relationship on promotion of : novations. It could be Innovation seems 1o be
2 direct product of personal efforts of both the employees and the management. Training tends to

enhance employees’ performance on the job (Adesola, 2017).

Mhe study concludes that the link between human capital development and organizational
productivity in Dangote Flour Mill, llorin, is strong, human capital development has substantial
effect on the satisfaction of the workers of Dangote Flour Mill, and the relationship between
employees’ training and organizational innovation in the said company is not only positive, but

also significant. Sequel to the findings of the study, it is therefore recommended that:
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