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ABSTRACT : : : =

, This study investigates the effect of capacity buildin ron employee per farmance in-consumer goods firms,
North Central, Nigeria. The study adopted a survey esem'ch design. The population of study is 795, which
comprises of all the managers, supervisors, and p. rmanent siaff of the Consumer Goods Firms, North
Central Nigeria. A sample size of 227 was drawn usi. ‘g the Taro Yamane's formula. The multiple regression
nmodel was developed to estimate the effect of capaci v building (training, skills acquisition and mentoring)
on employees’ performance in Consumer Goods Fi ‘ms, North Central Nigeria., T?:e data obtained were
subjected to a statistical lechnique of muitiple regre: sion analysis using a software option of SPSS version
27.00. From the resulls, it was revealed that capacity building, such as training, shills acquisition, .and
mentoring have significantly improved the perform ince of employees in Consumer, Goods Firms, North
Centrgl Nigeria. Based on the findings and conclusi m of the study, il is recommended that: In the light of
ull this research and all the materials which is bein rused to conduct this reseavch’and all the literatures
reviewed, the researcher came to the suggestion tha  there should be training in Consumer Goods Firms,
Norih Central, Nigeria, and the training should be « one based on the employee’s training needs.

Keywords: Capacity Building, Training, Mentering Employees® Performance.

INTRODUCTION - ' !

Human Capacity Building (HCB) as an integral j art of the dehvery btratecy of modem businesses
has become a critical area of policy and acac:mic coneern in recent times. This is because
progressive human capacity building initiative i now known to repre$ent & mgmf’ cant driver of
growth, survival and sustainability of medern « rganizations. Research has shown that there is
. & correlation between the effectiveness of a co: porate organization and the prodictivity of the
available human capital when juxtaposed witl - the collective :tasks and objectives of the
orgamzatlon This is why Ajibili (2017) opine | that the contemporary manager be.heves that a
happy, committed, actively involved: employee and a positive corporate culture are unportant
measures of effectiveness. He went on to :rgue that an organization Ag effective .when
employee’s performance indices such as; clea' cut mission direction is stated when there is
sustainability of goals, customer focused poiture, the orgamzauon is oulcc-me- oriented,

employee’s skills and capacities are en.hanced a1 d adaptive to changes .

e
r‘.’
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The success of an organization in achieving 1 3¢ goal will be largely determined by the success of
individuals in carrying out the task that they wvere assigned, because people are the implementers
of activities in order to achieve the objectiv :s of the organization. One of the main goals is to
increase employee performance that will enl ance organizational performance. The greatest asset
of any organization is its uman resource, an¢ organizations invest heavily in building the capacity
of its personnel. According to Nwankwo al. (2019) capacity is the‘l pverall ability of an

_ organization to perform and sustain itself. 7 his ability is the combination of competencies and

capabilities, in which competencies refer to the individual skills and abilities while capabilities
refer to a broad range of collective skills of an organization or systems which can be financial
resources, management pelicy, technical ana ysis among others, and all other attributes that cover
the totality of an organization’s efforts. Sinct capacity is the ability of an organization to perform,
capacity building is how to develop and strei gthen this ability. '

Also, capacity building involves the traininj of staff in relevant skills, mentoring, compaiencies
and general technical know-how (Ikupolati ¢ tal; 2017). Human resource development, as one of
the areas in which capacity building is me: sured, includes indices such as: level of education,
training, and mentoring (Adams, 2022). Th: level of education in this job refers to the ability,
knowledge or skills required to perform 2 specific job that qualifies for that job or position
(Hisham & Siddig, 2018)), said those with some formal education Graduales are likely to have
more in-depth knowledge ..., analytical knc wledge of the job, and will also perform more than
Jess educated employees. In the view of 1lwankwo ef al. (2019) they affinned that capacity
building is a multidimensional and dynamic process that improves the ability of organization to
mest its objectives or perform better in a ¢ )mpetitive environment. Capacity building involves
equipping of people with the knowledge, ske [l 'mfcnnatid‘n, and training that make them carry out
their functions effectively in an organizatios , Capacity building must be based on a need analysis

" . derived from a comparison of “actual perf rmance” and behavior with “required performance”

and behavior. No organization can have su: tainable development without improving her human
capital (Murphy, 2018). In general terms, c: pacity building is a process of activity that improves
the ability of a person or entity to carry out tated objectives. l ' :
i et
: ;

Furthermore, capacity building seeks to mprove the -lperformance of 'jorgemizations because
capacity building is a system-wide, planne | effort to increase employee’s performance through
purposeful, planning and actions (Nwankw ) et al., 2019). Capacity building is referred to as the
development of knowledge, attiftude, and ¢ kills of the workforce for entiaricing the abilities to

achieve the short-term and long-term goals n organizational as well as peirs_o_nal l;cvcls (Millar &
Doherty, 2021). Based on this definition, ¢ ipacity building for employees in: a broad sense may
refer to improvements in the ability’ of el employees to perform appropriate tasks within the
broader set of performance standards of the organization, Capacity building activities equips and
empowers employees to achieve organizati nal goals (Yamoszh, 2019). N, :

Nurerous studies were conducted in thie p ast by many tesearchers with the aim.of finding the

extent to which capacity development affi cted, employees’ perfoxmancc.._ﬁinongst others who

have carried out extensive studies on the to e, their results hayve fiot been ip_ckmsénSus. While to

others capacity building has positive.effec on employees’ performance (Ogbu & Idowu, 2017,

“and Gul et al., 2021); other found a negtive relationShip (Selein, 2017; & Halidu, 2021).

| L yh i
; A
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Consequently, the need to conduet another stud; to further re-exathine the relationship to address
the inconsistent findings cannot be over-empha .ized. . f

Statement of the Problem

Qver the years, consumer goods firms, North Central, Nigeria has been engaging in capacity
building to improve the performance 'of their er iployees. The firms, from time to time engage in
programs such as training, skills acquisition, mr utoring, and positive attitudes enhancement so as
to improve their staff performance (Fiza & *asir, 2021). In spite of this, the employees of
- consumer goods firms, North Central, Nigeria, till perform below expectation. This has resulted
in low productivity which cripples the overall o1 zanizational performance. This study investigates
why employees of consumer goods firms, North Central, ngena still perform below expectation,
despite being trained to do so. -

Objectives of the Study
The broad objective of this study is to examiie the effect of capacity building on employee
performance of Selected Consumer Goods I'inns in North Central, ngena The specific
objectives are to:

i examine the extent to which training af ects employee performa.nce in selecte,d consumer

goods firms in North Central, Nigeria, '

iL. evaluate how mentoring affects employ ze performance in selected cbnsurner goods firms

' in North Central, Nigeria.

Literature -

This section seeks to give a conceptual framewo: k of the various variables which includes training,
mentoring, and employee performance. Key empirical relating to capacity building and
employee’s performance are being reviewed. It ilso discussed theories related to the study.
LITERATURE REVIEW ;- e R hae !
Capacity Building - : 2 !

Capacity building has different meanings and inf :rpretations depending on‘who uses it and in what
confext it is used. It is generally accepted that ¢ ipacity building as a concept is closely related to
education, training and human resource develo; ment. This conventional concept hes changed in
recent years towards a broader and more holis ic view, covering both institutional and country
specific initiatives (Fiza & Yasir, 2021). Capac ty building seeks to improve the performance of
organizations because it is a system-wide, pla ned effort to increase employees performance
through purposeful, planning and actions (Nwa: ikwo et al. , 2019). Similarly, Miller and Doherty
(2016) views capacity building as the deve apment of knowledge, skills and attitudes in
individuals and groups of people relevant in des ign, development, management and maintenance
of institutional and operational infrastructures a1.d processes that are locally meaningful. This is a
broader approach while still focusing mainl # on education, fraining and human resource
development. Therefore, based on this definition. capacity building for employees i in a broad sense
refers to improvements in the ability of all exr ployees to perform appropriate tasks within the
broader set of performance standards of the orga ization, Capacity building'and development must
be based on a need analysis detived from a com parison of uctual performance and behavior with
required performance and behavior. :
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Training

Obisi (2019) defined training as the forrral and systematic modification of behaviour thresigh
learning which occurs as a result of educa {on, instruction, development and planned experience.
According to him training is aimed at helpi 1g the organization achieve its purpose by adding value
to its key resources who are people it t mploys. Obisi (2019) also confirms fraining to be
investments in people to enable them perft rm better and to empower them to make the best use of
their natural abilities, An organization is o ily as effective as the people working in it. Tt is a fact
" that the provision of efficient services by a1 y organization depends on the quality of its workforce.

On-the-job method

On-the-job training, is normally handled t y colleagues, superwso;rs senior rmhtary officers, and
mentors to help staff adjust to their work and to equip them with appropriate job-related skills.
Thomas and Usam (2019) argued that on-t 1e-job training consist of teaching or coaching by more
experienced people or trainers at the desl or at the bench. It may also consist of individual or
group assignment and projects and the use of team leaders and officers. Accordi mg to Armstrong,
on-the-job training is the only way to deve lop and practice the specific managerial, team leading,
technical, selling, manual, and administr tive skills needed by the organization and it has the

advantages of actuality and immediacy as the individual works, learns and develops expertise at
the same time. - !

Off-the-Job methods " =4
Accordmg te Ejiogu (2020) off-the-job 1 aining would include lecture, vestlbulc trammg, role
playmg, case study, discussion and simul tion. Thomas and Usarn (2019) listed group exercises
such as, team building, distance learning, outdoor and workshops as part of off-the-job training.
He further explains that off-the-job tra ning may be provided by meimbers of theé training
. department, external education and triining establishments, or training providers-training
consultants or guest speakers. He encour: ges line officers to be closely involved to bring reality
into the classroom, to ease the transfer o 'learning, and to make sure that those involved in off-
the-job training are carefully selected, br sfed and monitored so as to ensure that they make the
right contribution. : : |_ 5
Mentoring C ]
Mentoring is among the few tools used, 1 eeded for preparing tamonnws |skllled ‘ernployees and
is also used to strengthen organizational « apabilities, intelligence, build crgamzatlon knowledge,
and sustaining the organization compe itive advantage (Durez, 2016)." " Mentored employees
possess positive attitudes and a positive attachment to their orgamzatmn (Ayodeji & Adebayo,
2021). Ojedokun (2018) viewed mentori 1g as a process by which persons of superior rank, and
prestige instruct, counsel, coaching, juide, and facilitate the intellectual and for career
development of persons identified as prot égees. Mentoring is a close, developmental relationship
between two people in which a partner v illingly avails him /herself of the full range of superior
experience, or status of the other partnec in all spheres of human endea‘vor (Okurame, 2018).
Bilesanmi (2018) posited that mentoring s a set of tailors- made advice and mccntwc that a more
experienced staff, in an innovative way c: n offer less exparlenced mcmbers ina plethora way and
on-a range of competencies. Mentoring is therefore a process in wh'.xch mature and more
' expanenced managers share their wisdor 1 and experience wrth the younger employccs on & one-

on-one basis. :
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Employee Performance : ' vty
Employee performance refers t0 an individual's work accomplishmentafter applying the required
effort on the job in getting meaningful work com pleted (Rodriguez & Walters, 2017). Performance
is the work quality and quantity achieved by ai employee in carrying out his tasks based on his
responsibility (Elnaga & Imran, 2018). Havin ; an effective workforce is critical to improving
performance hence, a good company polic: required through the application of a good
organizational structure in moving the workfor :e to perform their obligation-in accordance with
the plans set by the company. The wesults of employee work performance, both quality and
quantity are the performance benchmarks, whe re quality is the attitude shown by employees in -
the form of work in the form of neatness, accu acy and relevance of results does not ignore the
. volume of work in doing the work (Muda ef a/, 2017; Hasan ef al., 201?). Whereas Quantity is
the volume of work produced under normal conditions, this can be seen ;_ﬁfom the number of
workloads and circumstances obtained or expe: enced by workers during work. This is measured
from the willingness of the employees to partici] ate and cooperate with other employees vertically
and horizontally so that the results of their wor) will be better.

]
Empirical Review
This section reviewed some empirical studies 1 hich relates very clesely to the variables used in
this study, on capacity building and employee }-érformance n Selected Ccmsurner Goods Firms,
North Central, Nigeria. '

]
|

Capacity Building and Employee Performanci :

Tahir et al. (2022) investigated the factors that ¢ thance employee s performance at workplace. To
observe intrinsic feature Capacity Building an! Extrinsic features such as Supervisory Support
and Organizational Support for Career Developt 1ent role in employee’s produetwlty Quantitative
research approach was used; Middle level er iployees of banking mdustry were selected for
analyzing this concept. Reliability and validly o "45 items were ensured and SPSS 'version 20 was
used for model testing by multiple regression 2 1alysis technique. Resealch outcomes depict that
supervisory support and organizational supsort for, career development doesn’t impact
" significantly on Employees Performance of ba king sector. Wherees it was found that Capacity
Building of an individual employee leads to | erformance J.mprovement Capacity Building of
employee’s leads to enhanced performance a justified by this research however, cannot be
achieved without providing suppert for carser 1evelopment to employees Therefore, Impact of
organizational support on capacity building of « mployess may be interest corner for researchers.

We observed capacity building has pesitive i pact on employee’s performanee along with the

external factors with statistically 51gmﬁcant me 1sures. i
| .

The study conducted by Tahir et al. (2022) relat : to this present study’ sincé 1t focused on capacity
building and employee’s performance. The stud 7 failed to indicate the population of the study and
the sample size of the study as well as methods »f sample size determination. However, the study
indicated the statistical tool such as regression « nd the statistical tool adOpted is unique since the
study determine the cause and effect of the dep :ndent vana‘ol.. (employees performanee) on the
mdependent variable (capacity bulldmg)

Olufemi (2021) exammed the impact of the wman capacity buﬂdmg 01’1 smaIl and medium
enterprises in Lagos, Nigeria. The study desig 1 was quantltatrve Data was gathered from 139
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respondents selected from entrepreneur : of small and medium enterprises in Lagos. SPSS was
used to analyze the data gathered. Fin-lings from the study reveal that regulatory constraints,
accessibility to credit and low marketis g skills are the top three barriers to the SMEs owners’
business. Financial management, mar eting and inadequate and inefficient management of
employees are the major managerial problems. The SME owners adopt various training
_approaches like formal and informal tr: ining, on-the-job fraining and job-specific training. The
conclusion of the study includes the nee 1 for the government {0 organize more training for SMEs
at affordable rates through the establis] ment of skills acquisition centers. The above study was
conducted in Nigeria and is very current However, the abave study did not indicate the instrument
of data collection, total population, and the sampling technique employed. Also, the findings and
recommendations of this study will go :. long way to influence the recommendations that will be
derived from this present study. ‘ '

Fekade (2020) examined the impact of employee capacity development in US Embassy.
Descriptive survey design was used for this study as it consists mainly of how and why questions
of the study, behavioral real events w hich are not possible to confrol and contemporary and
complex social phenomenon whose bc andary is not clear. The respondents were selected using
mixed method design and data was collt cted using qualitative and quantitative collection methods.
With respect to the quantitative data, (uestionnaire was administered to employees working in
different sections of the US Embassy in Addis Ababa. On the other hand, the qualitative data were
mainly gathered from various docum«nts including organizational reports, employee capacity
development manuals of the Embassy ¢ nd relevant proclamation. The study revealed that training
and development is one of the most ir iportant factors in the success of the Embassy. Although,
findings showed that prometion and 1 yployee retention have adverse and significant correlation
with organizations success. The stud 7 further revealed that promotion is mot the priority of
employees; they prefer to be offerd training and development opportunities as well as
empowerment practices. This study i related to the present study in terms of similarity in the
research design used as well as the in trument for data collection (questionnaire). However, the
above study failed to state the total p ypulation of the study, sample size and technique of data
analysis applied.

Muhammad ef a/. (2019) on capacity b 1ilding and management support on employee performance
in the textile industry in Pakistan. Dat:. was collected through a convenience sampling techmique,
Survey design approach was used anc a self-administered questionnaire was conducted for data
collection, Two hundred (200) copies « f questionnaires were administered, and data was collected
from the lower to middle-level emloyees in the textile sector of Pakistan. SPSS 23 and
SmartPLS-3 software were used for malysis. The results indicate that capacity building has a
positive and significant impact on emy loyee performance. This study is related to the present study
in terms of similarity in research met!od (survey), instrument for data collection (questionnaire)
and similar sample size. More so, the findings and recommendations of this study will go a long
way to influence the recommendatior 3 that will be derived from this present study. However, the
total population of the study was not : aentioned.

Nwankwo et al, (2019) examined the ffect of capacity building on the prganizational performance
of multipurpose cooperatives in Osv 1 central federal senatorial district of Osun state, Nigeria
Data was obtained from 529 purpos vely selected management committee members across the

WLIBA Vol 2 Numbsr 1, June, 2024 y | 13:



study area. Data obtained were analyzed ar 1 evidence from the study revealed that, capacity
building activities were well established am ong the cooperatives across the study area (Osun
central district). The finding also revealed tha the opinion of the respondents unanimously agreed
with the indicators used in measuring the per! srmance of their firm. The study récommended that
there is need for re-orientation and sensitizaticn of members and the employees of the cooperative
$0 as to enhance their knowledge on the imj ortance and benefit of capacity building. Also, the
cooperative should try as much as they could to integrate and diversify their investment. Finally,
thé government should assist by making cooperative extension services compulsory and
accessible to all cooperative businesses, The above study was conducted in Nigeria and is very
current. However, the above study failed to st: te the research design, total population of the study,
method of sample size determination, metho 1 of data collection, as well as the method of data
analysis used. Also, the findings and reconumendations of this study will go a long way to
influence the recommendations that will be d- rived from this present study.

Training and Employee Performance

Mohammed (2022) investigated the relations 1ip between training, development and employee’s
performance and productivity in selected Jrdanian Private Sector transportation companies
located in the Southern region of Jordan. A « vantitative approach was used while relevant data
was collected through structured questionnain . Subjects for the study consisted of 254 employees
which constituted 60% of the total target pop ilation of 420 people. A total of 254 questionnaires
were distributed to employees on job location but only 212 questionnaires were returned and only
188 were considered suitable for statistical ar alysis. SPSS version 16 was used for data analysis.
Both descriptive and inferential statistics we e used for data analysis, The statistical tools were
aligned with the objective of the research. For this purpose, frequency tables, percentages, means
and standard deviations were computed and substantively interpreted. Inferential statistics like
Pearson product moment correlation coeffici at (r) and linear regression were used to determine
if a significant positive relationship existed »etween training and employee performance. The
findings indicated that training and develo )ment were positively correlated with employee
performance and productivity. Analysis ad interpretations were made at 0.05 level of
significance. The study concluded that traiiing and development bave important impact on
employee performance and productivity.

Halidu, (2021) exarnined the impact of trainin;; and development on workers’ productivity in some
selected Nigerian universities. The findings revealed that training and development programs
improve employees’ skills and performance at work place, enhance their technical knowhow/
wherewithal to withstand the challenges of contemporary times, thus, an effective tool for
sustaining and enhancing workers' producti* ity in the academia. The study recommends that
Tertiary Education Trust Fund should improve on its training policy in its entire ramification
because in recent times, academics are being faced with new innovations and techno- scientific
developments 50 as to meet up with the chang ing trends and circumstances. The above study was
conducted in Nigeria and is very current. Hc wever, the above study failed to indicate research
design, total population of the study, sample si. @ and method of sample size determination, method
of data collection, as well as the method >f data analysis applied. Also, the findings and

recommendations of this study will go 4 long way to 1nﬂuencc the recommendations that will be
derived from this present study.
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Mentoring and Employees Performance

Ofobruku and Nwakoby (2021) carried o it an lnvestlgatl{m on the Effect of mentoering on
employees' performance in selected family business. The study employed both quantitative and
qualitative research design approach; data ' /as collected and analyzed using Pearson correlation
coefficient statistic technique. The study sh »ws that employee respond better to career support in
term of performance, mentorship had sign ficant relationship with employee performance. The
above study caunot be generalized to all sit ations and locations. However, this study contributes
to knowledge by providing more recent findings regarding the effect of human capacity
development on employee performance wih particular focus on training, skills acqmsmon and
9 mentormgmconsumer goods firms, North entral, Nigeria. _ s

Nyamori (2020) conducted research on the effect of workplace merindr_ing on employees
performance using a descriptive research de .ign, data was analyzed statistically by the use of SP35
software. The findings indicate that mentoi ship allow new practitioners to set and achieve goals
© for their new job roles. Mentorship is need: d to increase employee productivity and decrease the
time needed to produce quality work. The a 1ove study was conducted without indicating the place
and organization where the study was carri :d out, the study failed to indicate the population and
sample size of the study, so the study c: nnot be generalized to all situagions. and locations,
However, this study contributes to knowlec ge by providing more findings regarding the effect of
human capacity development on smployee performance, with particular focus on training, skills
acquisition, and mentoring in consumer go «ds firms, Nurth Central, Nigeria.
Mundia and Iravo (2018) examined the Role of Mentonng Pro grams on the Employee
Performance in Organizations. Data was analyzed quahtatwely and quanhtauvely by use of
descriptive and inferential statistics to me wsure the formulated objectives so as to establish the
relationship between the mdependent ard dependent variables. The study established that
mentorship programs play an important 1o 2 in employee performance and are enhanced through
knowledge transfer, career development ; uidance, and skills enhancement in mentoring. The
- above study was conducted without indic: ting the place and organization where the study was
carried out, it also failed to indicate the pojulation and sample size of the study.
3 " i |
Theoretical Framework Ty I !
This section discusses various theories rela 2d to the study. These include the human capital theory.
which is the underpinning theory and Vroc m Expectancy, Motivation The.ory

Human Capital Theory ' &5
Human capital theory, initially formulated by Becker (1964} argued that mdwu:lual workers have
a set of skills or abilities which they can i nprove or accumulate through trammg and education.

The Theoretical Framewark for the whol: sale adoption of education and development policies
known as Human Capital Theory was bas :d on the werk of economists such as (Becker, 1964).

Human Capital Theory attempts to prove tt at formal education is highly instrumental in improving
the productive capacity of a population, 1t order words, an educated population is a productive
asset for a nation. This means that thére is the need to invest in human capital thrbu gh education
and training so that productivity gains ran be made, In other, words educatlon and fraining
improves the quality of labour. Human C apital theory believes lhat an Educatcd employee 1s a
productive individual. Human capital thea y is centered WJth the assumpnon r.hat furmal educetion
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is vital to improving the production capacity o employees. Human éapital theory postulates that
there is a direct positive relationship between f swmal education and productivity (Olufemi 201 8).

- This study adopts this theory since human . apital development is related to education and
development and education involves training @ d skills acquisition such as‘on the job training and
off the job training which can affect employees’ performance in ferms of commitment.

METHODOLOGY '

This study employed a survey research design Survey research design was used in preliminary
and explanatory part of the study to allow the re: earcher to gather information, summarize, present
and interpret data for the purpose of clarificat on. Aj ibil (2017) see survey research as one in
which a group of people or items is studied by collecting and analyzing data from only a few
people or items considered being representative of the entire group, The survey research produced
statistical information about relationship betw: en capacity building exhibited through Training,
Skill Acquisition, and Mentoring. The survey esearch design is suitable because the rescarcher
collected data and report it the way the situatio: is without manipulating any variables.

Ln order to arrive at the sample size for this st y, the purposeful sampling technique was used to
select the consumer goods firms in North Cent:al of Ni geria that was used as the study area. The
selection was based on the following criterion : (i) the firm must engage in the production of
consumable goods; (ii) the firm must be amo: g the best ten (10) consumer goods fitms in the
_ state; (iii) firm must allow access to it employe: § for administration of quesf.mnnaue and (iv) the
firm must be in operation for more than four (4 years (i.e., 2020-2023). | i

: L :
Based on the above, the population of this stuc y comprised of all the man'agers supervisors, and
Permanent Staff of some selected consumer oods firms in North Central of Nigeria, which
according to the organizational bulletm and Hu nan Resource Department (2023) is 795 as shown
in the table 3.1 below, _
&l

Table 3. 1: Population of the study - ) . ] : 1 S

i 5 ! Junio®
Consumer Goods Firms Location Ma".ag-e 7o r Total‘ .
1 or : Population
. ; Staff
. De-United Foods . Ty - N
Industey Ltd Abuja 4 . + B 8_7: ;4 97
2 ;ixgerson Zochonis Nig Abiija 5 3 44 49
3. Benue Brewery Limited  Benue State 10 15 158 | 183
% 35’ RO Ry Benue State i & 3, 36, 40
% Oghla Parins Tnic il R s 1 g
6. Firstvine Prudent Nasarawa | o .. -
Resources Limited State 4 i 8 68 . . 80
7. Grand Cereals Limited Platgau State 8 14 133 155
8. Nasco Group Nigeria ; U
Limited Plat.eau State 6 : 11 1}4 : 131
TOTAL i - 37 . 63 ¢ 695 . 795

Source: Organization Bulletin and Organizational . luman Resource Department (2023) :
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The researcher adopted Taro Yamane’ (1967) formula to obtain the sample size. This is

determined as follows:
D
L+N(e)®
Where;
n =sample size;
N = population size;
e= Level of precision required,
1 = constant
= 795/1 4+ 795 (0.05)2
n = 795/1 4 795(0.0025)
n = 795/1+ 1.9875
n = 795/2.9875
n =266

Therefore, the sample size for this study is 266 staff of De-United Foods Industry Ltd, Abuja;
Paterson Zochonis Nig Ple, Abuja; Benue Brewery Limited, Benue State; Tito Yoghurt Company
Ltd, Benue State; Oshla Farms Inc, Nisarawa State; Firstvine Prudent Resources Limited,
Nasarawa State; Grand Cereals Limited, Jos, Plateau State; and Nasco Group Nigeria Limited,

jos, Plateau State.

However, in order to provide equal al ocation according to the respective population size,
proportional allocation formula was adop ed and as such we have:

ulNk

nk=——
N

Where:

nk =number allocated category

n = total sample size

Nk = total population of each category

N = overall population

Applying the formula, we have:

BLUE A Vol 2 Number 1, June, 2024
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Table 3.2: Sample of Selected Stall

Junior Stalf Junior

SN Consumer Manager Mannger  Su ervisar Supervisor -
Goods Firms Popula%ion Smuple  PPo wlation Snmple Population sg:[?;c
Size Size i
i7e
[ De-United 3 2 g 2 87 29
Foods
. Industry Ltd |
2. Paterson 2 - 3 ) 44 14
Zochonis Nig
Ple
3, Benue 10 5 15 5 158 50
Brewery
Limited
4,  Tito Yoghurt 1 1 3 1 36 12
Company Lid ;
5. Oshla Farms 2 1 3 1 55 17
Inc
6. Firstvine 4 2 3 3 68 22
Prudent
Resources
Limited
7. Grand Cerzals i 4 14 5 133 44
Limited ’
8.  Nasco Group 6 3 1 4 114 37
Nigeria :
Limited -
TOTAL 37 19 63 22 095 225

Source: Field Survey, 2023

The method of data collection was the quest onnaire administered to the respondents who are
managers, supervisors, and permanent staff ¢ [ De-United Foods Industry Ltd, Abuja; Paterson
Zochonis Nig Ple, Abuja; Benue Brewery L mited, Benue State; Tito Yoghurt Company Ltd,
Benue State: Oshla Farms Inc, Nasarawa Stal 3; Firstvine Prudent Resources Limited, Nasarawa
State; Grand Cereals Limited, Jos, Platean St: te; and Nasco Group Nigeria Limited, jos, Plateau
State. The researcher used questionnaires to g¢ ther primary data from the target population within
the organizations. 266 questionnaires were dis ributed.

A structured questionnaires were used in ibtaining data on human capacity building and
employees’ performance of some selected con umer goods firms in North Central of Nigeria, The
instrument elicits opinions and views froia respondents regarding the variables and the
respondents were afforded the opportunity to s 1pply more considered opinions and more adequate
information, It was designed in a five (5) poin' Likert type scale questionnaire to collect data from
the respondents. '

Model Specification

The Statistical Package for the Social Science s (SPSS) version 27 was used in analysing the data
of this study. The researcher used various test such as t-test, f-test and the probability of either
accepting or rejecting based on the condition f 5% leve] of significant.

The study used this model to express the relat onship of the various variables used in this study as
follows:

EP=Jlo+ PLiTRN+ BlaMEN + & §
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Where, -

EP = Employees’ Performance

TRN = Training

MEN = Mentoring

Blais the intercept of the regression mod :1 of Employees’ Performance
By .and 1z are rates of change of the Hi man Resource Managcme.ntPracttces variables with
respect to Employees” Performance varia jle | 4

£1=1is the error term associated with the nodel of the Human Resource Management Practices
variables with respect to Employeas Per ormance vanable i

A Prior Expectation
The a priori expectation is that 8 and £ > 0 indicating a positive relatlonshlp between the
dependent variable and independent vari: bles,

RESULTS AND DISCUSSYON

Data Presentation

Administered Questionnaire and Retur: ed Questionnaires

From the administered questionnaire in 7 ible 4.1, it could be observed that out of 266 distributed
questionnaires, 16 were not returned anc 23 were.not properly filled; thus, making the properly
filled and questionnaire to be 227. The 2 17 properly filled questionnaires were thus used for the
analysis. This shows that 85.34 percent ¢/ the administered were used for analysis in this study.
Pre-diagnostic Test !

Reliability Tests of the Study ; |

Reliability test was undertaken to ensurc the study achieved dccurate representatlon of the total
population under study. The study carrie: out reliability test so that the data collection techniques
and analytical procedures reproduce con istent findings if they were repedted on other occasions
. or replicated in subsequent researches. 3ince Likert-type scales were used to collect the data,
Cronbach's alpha coefficient was calcula ed for internal consistency reliability. Cronbach’s alpha
is expressed as a2 number between 0 and 1. It expresses the extent to which all the items, in the
test, measure the same construct and thes 2fore shows the inter-relatedness of the items within the
questionnaire. The inter-correlation of construct items is measured using Cronbach’s alpha
coefficient. When the result is above 0.60, the items are conmdsrad one-dimensional and
acceptable. Cosflicient values greater th: n 0.70 are however preferred,

Table 4, 1: Cronbach’s Alpha Rellablllt‘ Test Result’ | ‘ n B8 e g

Constructs Count of Measures - ! Alpha
Employee’s performance - Y i P 0.7914°
Training : YOS = fl 08216
" Mentoring : 5 7 i i 0.8033
Average Test to scale ' ' 0.8054

Source: Authors Computation, 2023 (SF 55-27)
Table 4.1 revealed that the Cronbach's a pha reliability coefficients for the:: variables in the study

were: 0.7914 for Employee’s performan :&; 0.8216 for Training; and 0. 8033 for Mentoring. The
results indicated a generally good inte nal consistency going oy the alpha Value or 0.8054.
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Consequently, this can be inferred that dat: collectlon techniques and- malytlcal procedures ---

reproduce consistent findings.

Descriptive Statistics ; : :

~ Since a single construct in the quesnonnalre or each vanab[e was measured by multiple items,
the average score of the multi-items for a cor struct was computed and used in further analysis,
such as descriptive statistios, correlation analy sis and regression analysis. Descriptive analysis of
the study variables - Employee’s performance , Training, ‘Skills Acquisitioh, and Mentoring were
done prior to hypotheses tests, so as to make neaning from the data and to-also discover trends.
The Tahle 4.4 shows the descriptive statistics - mean, standard deviation, skewness and kurtosis
of the variables. : -

Table 4. 2: Descriptive Statistics

_Variable Mean .Dev kewn i
Employee’s performance 4,163 0.268 0.094 -0.103
Training 3.911 1.214 0241 | 0225
Mentering ' 4317 0.897 0.162 -0:455

Source: Authors Computation, 2023 (SPSS-2")

Table 4.2 established that Employee’s perfc rmance had a mean score of 4.163 and standard
deviation of 0.268.-Its normal curve was ske ved to the right (0.094) with a kurtosis of -0.103.
Training had a mean score of 3.911 and stand: rd deviation of 1.214 with its normal curve skewed
to the left (-0.241) and kad a kurtosis of -0.225 Mentoring had a mean score 0f 4,317 and standard
deviation of 0,897 with its normal curve skew d to the right (0.162) and had a kurtosis of -0.455.
Normality Tests of the Study L e
The assumption of nermality is a prerequisi e for many inferential stanstlcal techmques to be
adopted. The fest of normality could be co ducted using Kolmogorov—Smu-nov and Shapiro-
Wilk’s statistics. The Kolmogorov-Smirmo'* and Shapiro- Wilks statistic with a Lilliefors
significance level for testing normality is prduced with the normal probability and detrended
probability plots. If the significance level is greater than 0.05, then normality is assumed. The
Shapiro-Wilks statistic is however utilised if 1 he sample size is less than one hundred.
The normality result is presented in Table4.3 = = | o

: Loy BT

Table 4. 3: Normality Test of Variables - -
Kolmogorov- Smirnovy | Shapiro-Wilk

Constructs Statistic 8 | Sig, Statistic jaf: Sig.
Employee’s performance 0.954 2.6 0218 0.989 226 0.831
Training 0.988 26 -0.125] 0.996 226 0345

Mentoring : 0.961 26 0149 C0.9893 226 0,133
Source: duthors Computation, 2023 (SPS§-27) ! ;

L B
1
i

" From Table 4.3 result, it could be seen that 1l the variables are'normally distributed as a]l the
. probability values were all found to be greate -than 0.05. As such, this study relied on parametric
statistical technique which is linear regress on medel, The linear repression model was thus
utilized in analyzing the data used in this stuc y. S e

: O [ { )
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Correlational Analysis

This section measured the correlatior between human capacity bu1ldmg and employee
performance. The Pearson's coefficient c: rrelation is one of the analytical:tools employed in this
investigation. Pearson’s coefficient corr Jation was used to test the strength of the relationship
that exist among the variables of interest. The results from the correlation analysis were examined
and interpreted in-line with the model sp¢ cified and was thus discussed accordingly.

The value the correlation coefficient may assume varies from -1 to +1. The closer the correlation
coefficient value is to one, the stronger th » correlation and the closer the correlation coefficient is
to zero, the weaker the correlation. The ¢ irrelation result is presented in Table 4.4.

3 I ;

Lo
Pl

Tabled. 4: Correlation Results ' ! ,
Employee’s rerformance Training Mentoring

Employee's perfermance

Training  ~ 0:7116 1 )
Meatoring 0.7 52 0.4844 1
Source: Authors Computation, 2023 (SPSS, '7)

The resulfs in Table 4.6 indicate the: a positive correlation exists: between Employee’s

Jperformance and Employees’ Training, This refationship was also found to be good as indicated

by the strong correlation coefficient v: lue of 0.7816. Furthermore, the correlation between

~ Employee's performance and Mentoring was found to be strong and also positive'as indicated by

the strong correlation coefficient value 3f 0.7152. Therefore, between the two correlations of

.interest based on the model specificatior , the correlation between Employee s performance and

Trammg has strong correlational associa: ion. 5

Muliicollinearity Tests of the Study ° : Loz
A further test was done to establish if the re was any unaccr:prably high Jevel: of multicollinearity.
Diagnostics were conducted to establish fthe independent variables were significantly related to

" each other instead of being related to the dependent variable, The resulis arg contained in Table

4.5. Their variance infiation factors (VIF of between 1.436 and 1:488 werg acceptably within the
threshold of between 1 and 10, Toleranct values (TV) were between 0.415iand 0,662, well within
the range of 0.2 10 1. The results indicat: that there was no multlcolhneanty among the variables
hence meeting the requisite assumption. : |

Table-4. 5; Collinearity Statistics

Variables lolerance Values ' VIF
Training 0.415 1.488
Mentoring 0.662 1.436 %
Source: Authors Computation, 2021 (SF $5-26) | [ |
: ! 1
 Test of Hypotheses : 5 b
The hypotheses were tested witht tha mo lel stated in section thres; E i

The a priori expectation of the study stal s that: -
B1,82>0. A positive relationship is expe >ted between dependent and the mdependemt variables.

i e A PN e
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Declsion Rule

With the Linear Regression model the hypoiheses are tested by measuring the P-value to the
degree of significance (0.03), the importanice of the variables evaluated in thé model is measured.
1f the P-value is less than the significance le rel, the Ho is rejected and we thus infer that the
variable under consideration is significant, O herwise, the null hypothesm is acecepted and we

conclude that the independent variable unde c¢onsideration has no mgmﬂcant impact on the
dependent variable.

. Table 4.6: Mode] Summary®

Model R R Square Adjusted 2. Std. Error of Durbin-Watson
Square the Estimate ey
! 885" 748 746 664 : 1.53
a. Predictors: (Constant), MEN, TRN ' 07
b. Dependent Variable: EM
Source: Authors Computation, 2023 (SPSS, 27)

The coefficient of determination (R-square), w iich was used to measure the goodness of fit of the
estimated model, indicates that the model is re: sonably fit in prediction. The R* (R-square) value
of 0.748 shiows that Training (TRN) and Mentvring (MEN) have a very good effect on employee
performance. It indicates that about 75% of the variation in employee’s performance is explained

by Training {TRN) and Mentoring (MEN), 1+hile the remaining Lmaccounted variation of 25
percent is captured by the random term. -

5 AR

. [
1

-
Besides, the Durbin Watson (DW) statistic w: s used to test for the presence of autocorrelation
among the error terms. The acceptable Durbin - Watson range is between 1.3 and 2.5. The model
- alsa indicates that there is no autocorrelation a nong the variables as indicated by Durbin Watson

(DW) statistic of 1.53. This shows that the e timates are unbiased and can be relied upon for
managerial decisions. :

Table 4.7: Regression Table

Coefficients® o
Model Unstandardized Standardized t P+ Sig.
. ' Coefficients Coefficients b
B. Std. Error Beta P
I (Constan) _ 1.440 234 6154 000
TRN 736 044 799 ¢ . . 17.008 000
MEN =127 051 -.128 . 12,512 ;015

a, Dependent Variable;: EM : -
Source: Authors Computation, 2023 (SPSS, 27) ! [ il

Test oi' Hypolheses One: Training and Emplo rees’ Performance

HO1: Training has no significant effect on em loyees’ performance in Consume.r Goods Firms,
North Central Nigeria.

i

From the regression result in Table 4 7, it was obsewed that the calculated t-value for Training
and Employees’ Performance is 17.008 and wif1an assocmted p-value of 0,000. Since the p-value
is less than 0.05 (0.000< 0.05), it thus falls in the rejection region and hence, we reject the first
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f

null hypothesis (H01). The study thus conclude s that employees’ training has a significant effect
on employees’ performance in Consumer Goo s Firms, North Central Nigeria.

Test of Hypotheses Two: Mentoring and Em loyees’ Performance

H02: Mentoring has no significant effect on en ployees’ performance in Consumer Goods Firms,
North Central Nigeria. - ;

In addition, from Table 4.7, the calcnlated t-val 1e for mentoring and employees’ performance was
found to be 12.512. Using 959% confidence lev 21, the p-value was found to be less than 0.05 (that
is; 0.015< 0.05), we thus, reject the third null 1ypotheses (H03) and conclude that mentoring has
significant effect on employees’ performance n Consumer Goods Firms, North Central, Nigeria.

DISCUSSION OF FINDINGS

The results of the analysis indicate that there it positive and significant effect of capacity building
on employees’ performance in Consumer Ge¢ ods Firms, North Central Nigeria. Other findings
were that training has positive and sigmificai t effect on employeés’ performance in Consumer
Goods Firms, North Central, Nigeria; and mentoring has positive and significant effect on
employees’ performance in Consumer Goods firms, North Central Nigeria. '

Also, the study is in agreement with the fir dings of Tahir et al. (2022) who found statistical
positive and significant effect of capacity b ilding on employees’ performance, Similarly, the
study is in line with human capital theory wh ch states that individual workers have a set of skills
or abilities which they can improve or accum late through training and education. Human capital

_corresponds to any stock of knowledge or cha ‘acteristics the worker has (sither innate or acquired)
that contributes to his or her produciivity (Ol ifemi, 2021).

In Hypothesis 1, the findings revealed that e1 1ployees’ training has positive and significant
effect on employees’ performance in Consur er Goods Firms, North Central Nigeria. The study
is in line with the findings of Mohammed (2:122), Halidu, (2021), and Seleim (2017) who found

that there is statistical positive and significar t effect of employees’ training on employee’s
performance. ‘ '

In Hypothesis 2, the study found that mentor ing has positive and significant effect on employees’
performance Consumer Goods Firms, Nort v Central, Nigeria. This implies that mentoring an
employee contributes positively to employ-es’ performance in Consumner Goods Firms, North
Central Nigeria. These findings arc consiste nt with findings of Ofobruku and Nwakoby (2021),
Nyamori (2020), and Mundia and Iravo (207 8) whose studies concluded that there is a significant
- impact of employee mentoring on job perfo mance of the employees. o s

CONCLUSIONS AND RECOMMENDA TIONS

_ Based on the results of the study, it became slear that capacity building has a significant effect on

the performance of employees in Consum x Goods Firms, North Central Nigeria. It therefore

concludes that; )

i Training have significantly improve d the performance of employees in Consumer Goods
Firms, North Central Nigeria, .
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il. Mentoring have significantly improvec the performance of employees in Consumer Goods
Firms, North Central, Nigeria.

Based on the findings and conclusion of the s udy, it is recommended that:

i. Consumer Goods Firms, North Cent al, Nigeria, should pustam training based on the
employee’s training needs. Although, it is costly to give trai'nmg to the employees, but the
benefits of training outweigh the cost n the long run,

il. Since there is a positive effect of mentoring on employee performance, employee
mentorship programs should continue to be embraced by Consumer Goods Firms, North
Central Nigeria management to nurtur ; the employee’s career growth,
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