


The Impact of Manpower Development on Employee Productivity in the Manufacturing Industry in Nigeria: A Case Study of Guinness Nigeria Plc

Abstract
This paper discussed the connexion between manpower development and the productivity of employees in the Manufacturing industry in Nigeria using the case study of the Guinness Nigeria Plc. The study aimed at answering the question of whether structured training and development programmes are relevant to the skills and effectiveness of employees; and their productivity in general. It also covered setbacks related to development of manpower, including misconceptions of training as lexuses and the lack of assessment techniques.
Questionnaires and subsequent interviews were administered to a purposive sample of 100 employees in a brewery in Ikeja, Lagos, resulting in a valid sample of 80 employees. We used both descriptive statistics and chi-square tests to assess the data and test the hypothesised statements. Analysis involved the correlation between training exposure and increases in employee performance, job commitment and progression.
The result indicated that there existed a strong positive relationship between manpower development and productivity, where 81% of the respondent validated that training enhanced their efficiency. After undergoing training programmes, the employees said that they felt sufficiently equipped in their pertinent skills and felt more dedicated to their jobs and more hopeful about their chances of climbing upwards in their careers. The difference in statistical tests were statistically significant, and it is therefore seen that consequences of manpower development has an illustrable impact on the performance outcomes. However, the study also identified challenges, including insufficient funding, inadequate identification of training requirements, and the perception of training as a time-consuming activity, which hindered its effectiveness in some instances.
Finally, development of manpower is crucial in supporting the sustenance of productivity and competitiveness in manufacturing. In the case of companies like Guinness Nigeria Plc, every time investment in personnel growth is necessary including using trainers who are credible, efforts to assess results are organised and systematic. The results suggest that training must be considered an investment in genetic and organisational development instead of a contingent expenditure.
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Introduction
Organisations across the world operate in an environment characterised by constant change, driven by competition, technological innovation, and the need for operational excellence. To survive and thrive, firms must continually strengthen how they manage both human and material resources. A key pathway to achieving this lies in manpower development, which focuses on equipping employees with relevant skills, updated knowledge, and adaptive attitudes necessary for high performance (Liu, Combs, Ketchen, & Ireland, 2007). In the manufacturing sector, where production processes and technologies evolve rapidly, systematic manpower development ensures that employees remain competent and responsive to new workplace demands (Armstrong & Taylor, 2023). 
In Nigeria, the manufacturing industry has continued to face challenges of low productivity and operational inefficiency. These are often attributed to outdated workforce skills, inadequate training infrastructure, and the persistent underinvestment in human capital (Simpasa, 2024). Many firms still rely on traditional approaches to labour management, with limited emphasis on continuous learning or technological adaptation. Evidence from successful manufacturing organisations shows that investment in manpower development leads to greater innovation, enhanced product quality, and improved competitiveness, highlighting the strategic value of human resource training in driving productivity growth.
Despite the recognized importance of manpower development, a research gap exists in the Nigerian context regarding its empirical linkage to measurable productivity outcomes within large, structured manufacturing firms. While studies like Igudia (2022) have focused on small-scale firms, there is a scarcity of recent, focused case studies on major players like Guinness Nigeria Plc. Many Nigerian organisations still do not approach training as a planned, performance-oriented activity (Okoye & Ezejiofor, 2013). In some cases, employees perceive training programmes as opportunities for allowances or short breaks rather than as a means of professional advancement, reducing their motivation and the effectiveness of the exercise (Silvester et al., 2024). Moreover, insufficient funding, poor engagement of qualified trainers, and weak post-training evaluation frameworks limit the long-term impact of such programmes. These issues weaken the connection between manpower development and measurable productivity gains, creating gaps in organisational performance and sustainability.
This particular research aims to understand how the development of manpower affects the productivity of employees within the manufacturing industry in Nigeria with Guinness Nigeria Plc acting as the case study. The objectives of the study are to evaluate whether manpower development plays a major role in productivity, to determine whether or not employees can be made more skilful and efficient through training, to evaluate to what extent manpower development improves commitment and develops careers and to identify major challenges to the implementation of training initiatives. Through the case of an established manufacturing company, the study offers a practical understanding of the value of employee development in enhancing production and competitiveness within the dynamics of industrial setting.
This research holds value for several groups. For employees, it clarifies how targeted training programmes enhance job competence, confidence, and career growth. For employers and human resource practitioners, it offers guidance on designing development strategies that yield measurable improvements in efficiency and morale. For policymakers, the findings reinforce the need to view manpower development as a national priority for achieving sustainable industrial growth and technological advancement. Academically, the study contributes to the broader understanding of human capital development as a foundation for productivity improvement in emerging economies.
The focus is on Guinness Nigeria Plc, one of the largest and oldest players in the Nigerian brewing industry, recognised for its technical sophistication and structured workforce management. The company provides a suitable context for examining how employee development affects productivity within a highly competitive and technologically dynamic environment. The research is limited to the Lagos (Ikeja) brewery due to time and logistical constraints; however, the findings are expected to reflect broader trends within Nigeria’s manufacturing sector and offer useful lessons for similar firms seeking to enhance performance through effective manpower development.

Theoretical Framework and Conceptual Model 
This study is grounded in Human Capital Theory (Becker, 1975), which posits that investments in education and training enhance employees' skills and productivity, yielding economic returns for the organization. The conceptual model guiding this research posits a direct, positive relationship between manpower development (conceptualized as training exposure, skill acquisition, and increased motivation) and employee productivity (measured through performance, output, and efficiency). This relationship is contextualized within the specific operational environment of Guinness Nigeria Plc.
Materials and Methods
Research Design
This study used a descriptive survey research design. This design was appropriate because it allows the researcher to gather data from a sample of the population. The goal is to describe the current conditions and the relationships between manpower development and employee productivity (Kothari, 2004). It also helped to identify employees’ views on training, career growth, and performance improvement. The descriptive approach offers a way to analyse opinions and responses objectively and to make generalizations about the population (Creswell & Creswell, 2017).
Population of the Study
The population of this study comprised all employees of Guinness Nigeria Plc, a leading brewery and manufacturing company in Nigeria. The organisation was chosen due to its structured human resource management system and continuous manpower development initiatives. The total workforce of the company served as the target population for the study. Guinness Nigeria Plc employs a mix of managerial, technical, and administrative staff across its major branches nationwide.
Sample and Sampling Technique
The study was limited by time and resources, so the research focused on employees at the Guinness Nigeria Plc Ikeja Brewery in Lagos State. A purposive sampling technique was used to select a sample of 100 employees from various departments to ensure that participants had direct experience with the company's training programs. Of the 100 questionnaires distributed, 80 were completed and returned, resulting in an 80% response rate. This response rate is considered sufficient for analysis in social science research (Mugenda & Mugenda, 2003) and provides a robust basis for this case study analysis.
Research Instrument
The major data collection tool applied in the study was structured questionnaire, which was aimed at eliciting information about manpower development and its impact on productivity. The questionnaire included both closed and open-ended questions, categorized into sections based on research objectives: (A) Demographics; (B) Training exposure and perceived skill acquisition; (C) Impact on motivation and job commitment; and (D) Perceived changes in work performance and productivity. Key variables were measured using a five-point Likert scale (1 = Strongly Disagree to 5 = Strongly Agree). For example, the item "The training programs I have attended have directly improved my ability to perform my job tasks" was used to measure perceived skill acquisition. The advantage of using the structured questionnaire in organisational research is that they are uniform through result uniformity and they are also administered and easy to interpret (Bryman and Bell, 2011).
Method of Data Collection
The questionnaires were distributed by the researcher to the respondents personally, on the company premises with an official permission. To draw honest feedbacks, research respondents were guaranteed of confidentiality. As much as possible, follow-ups were carried to maximise the rate of retrieval. They took secondary data besides the primary data, after seeking internal record of the company, company policy and also published material on manpower development. The validity and richness of the study was strengthened because both data types were used in combo (Saunders, Lewis, and Thornhill, 2009).
Instrument Reliability and Validity.
The questionnaire was pre-tested on a small sample of employees not incorporated in the final sample in order to assure reliability. The initial study refined the language and comprehensibility of items. The Cronbach Alpha test was conducted to determine internal consistency of the instrument with 0.82 being obtained as its coefficient thus showing an excellent reliability (Bujang et al., 2024).
To establish the validity, human resource management and organisational behaviour experts revised the instrument to ensure adequate content and construct validity. This expert verification performed guaranty that all items were well represented to meet the study objectives and the measurable variables. Construct validity was also strengthened by the fact that questionnaire was harmonised with the variables utilised by earlier manpower development researchers (Armstrong & Taylor, 2023).
Analytical Procedure
Descriptive and inferential statistics were used to analyse data collected. The demographic characteristics and responses of the study participants were summarised using descriptive statistics including frequencies and percentages. To test the hypotheses regarding relation between manpower development and productivity of employees, inferential statistics, especially Chi-square (50 ) test, were used.
The Chi-square test was selected as it is appropriate to test the relationship between categorical variables (Kothari, 2004). Statistical analyses were conducted in Statistical Package of Social Sciences (SPSS). Tables were used to provide results because they are easily understood and interpreted.
The Chi-square formula used in testing the hypotheses is as follows:

Where:



Decision Rule:
If the calculated  value is greater than the tabulated (critical) value at 0.05 significance level, the null hypothesis is rejected; otherwise, it is accepted.
This statistical approach was used to test the relationship between manpower development (training exposure, skill acquisition, motivation) and employee productivity in Guinness Nigeria Plc.
Results and Discussion
Response Rate
Out of 100 questionnaires distributed to employees of Guinness Nigeria Plc, Ikeja Brewery, 80 were properly completed and returned, giving an 80% response rate. According to Mugenda and Mugenda (2003), a response rate above 70% is considered adequate for statistical analysis and generalisation. This high rate also reflects the willingness of staff to share their experiences with manpower development initiatives within the organisation.
Demographic Characteristics of Respondents
The demographic analysis revealed that 84% of respondents were male and 16% were female. The majority (88%) were married, while 60% held university degrees or higher qualifications. Most respondents were between 31–45 years old, an age group typically representing the productive and career-driven segment of the workforce (Armstrong & Taylor, 2023). This profile aligns with the employment structure of the Nigerian manufacturing sector, where technical and operational positions are largely male-dominated (Babatunde et al, 2024).
The education and experience distribution among respondents suggests that employees at Guinness Nigeria Plc possess the academic and technical capacity to benefit from developmental programmes. These demographic factors provide a sound base for analysing the relationship between manpower development and employee productivity.
Descriptive Analysis of Key Variables
The descriptive statistics summarised employees’ perceptions regarding the effectiveness of manpower development programmes.
Table 1: Employee Perceptions of Manpower Development and Productivity
	Variable
	Agree (%)
	Undecided (%)
	Disagree (%)

	Manpower development enhances productivity
	81
	6
	13

	Training improves skills and competence
	79
	8
	13

	Manpower development increases job commitment
	69
	12
	19

	Training improves performance and output
	77
	9
	14


Source: Field Survey, 2024
From Table 1, a large proportion of respondents agreed that manpower development positively affects their productivity and skill enhancement. This demonstrates a shared perception among employees that investment in human capital contributes to higher efficiency and output.
These findings corroborate the position of Leoni (2023), who argued that training and education are investments in human capital that yield measurable returns in productivity. Similarly, Armstrong and Taylor (2023) contend that employees’ competencies and job commitment are enhanced when organisations provide structured developmental opportunities.
Hypothesis Testing and Statistical Analysis
Hypothesis One
H₀₁: There is no significant relationship between manpower development and employee productivity at Guinness Nigeria Plc.
H₁₁: There is a significant relationship between manpower development and employee productivity at Guinness Nigeria Plc.
To test this hypothesis, the Chi-square (χ²) statistical method was applied. The responses relating to manpower development and productivity (Table 1) were cross-tabulated, and observed (O) and expected (E) frequencies were calculated as follows:
Table 2: Chi-Square Calculation for Hypothesis One
	Response
	Observed (O)
	Expected (E)
	(O − E)
	(O − E)²
	(O − E)² / E

	Agree
	65
	53.3
	11.7
	136.9
	2.57

	Undecided
	5
	13.3
	-8.3
	68.9
	5.18

	Disagree
	10
	13.3
	-3.3
	10.9
	0.82

	Total
	80
	
	
	
	8.57


Formula used:

 = 8.57




Interpretation:
The relationship between manpower development and employee productivity is statistically significant in Guinness Nigeria Plc. This means that the more you engage in training programmes, the more you are maximising the output, efficiency, and overall performance of the employees.
This result is consistent with the study by Hosen et al. (2023) who determined that the effectiveness of organisational productivity depends on properly organised manpower development programmes. On the same note, Okoye and Ezejiofor (2013) discover that performance improvement in manufacturing companies is positively related to nurse-on-the-job training.
Hypothesis Two
H₀₂: Employees do not become more skilful and efficient after manpower development.
H₁₂: Employees become more skilful and efficient after manpower development.
Using responses from the questionnaire, the Chi-square test was conducted.
Table 3: Chi-Square Calculation for Hypothesis Two
	Response
	Observed (O)
	Expected (E)
	(O − E)
	(O − E)²
	(O − E)² / E

	Agree
	63
	53.3
	9.7
	94.1
	1.77

	Undecided
	6
	13.3
	-7.3
	53.3
	4.01

	Disagree
	11
	13.3
	-2.3
	5.3
	0.40

	Total
	80
	
	
	
	6.18




Interpretation:
There is a significant relationship between manpower development and skill enhancement among employees. Training and professional development enable employees to acquire new competencies that improve job efficiency and adaptability.
This outcome supports the human capital theory Bocciardi et al. (2017) and resonates with empirical findings by Igudia (2022), who reported that training contributes significantly to employees’ problem-solving abilities and task efficiency.
Discussion of Major Findings
Manpower Development and Productivity
The findings clearly reveal that development of man power can positively affect employee productivity. Staff who underwent training also reported increased job performance and quality of work and higher commitment within organisational goals. This is in line with the claim that effective training systems impart workers with the knowledge they require and enhance individual and organisational performance (Armstrong and Taylor, 2023).
Constant investment in the development of manpower in Guinness Nigeria Plc seems to have made more efficiency in production and the rate of error in the manufacturing operations less. It is consistent with the references of the International Labour Organisation (ILO, 2024), which emphasises that the process of skills development and improvement and increasing human resource capacities are essential to maintaining productivity at the industrial level.
Skill Acquisition and Career Development.
According to the research, 79-percent of the participants thought that manpower development will increase their skill level and better prepare them to their positions. Workshops and training programmes, as well as mentoring schemes (specifically to enhance development of technical and interpersonal competencies), were identified as a source of building on necessity skills and labour development. It was also recognised by employees that training helped them to grow their career or increase their chances of promotion.
This observation aligns with the study conducted by Hosen et al. (2023), who indicated that frequent training opportunities provide employees with the opportunity to personalise and experience overall job satisfaction. In addition to this, empirical research has indicated that employees having positive perceptions of the ability to grow at work are not as likely to quit their organisations (Jehanzeb & Bashir, 2013). Manpower development can therefore be used as a retention and stability tool as well.
Employee Commitment and Organisational Loyalty
The study revealed that 69% of respondents felt more committed to their jobs after participating in training. This is in line with the argument of Fletcher et al. (2018) that training generates a sense of belonging and motivation, leading to improved work attitudes and reduced turnover intentions.
When employees see that management invests in their development, they reciprocate through loyalty and enhanced productivity (Noe et al., 2017). In the case of Guinness Nigeria Plc, manpower development programmes appear to strengthen internal cohesion and drive continuous performance improvement.
Challenges in Manpower Development Implementation
Despite the positive outcomes, the study identified several obstacles. Respondents noted that funding limitations, inadequate training needs assessment, and poor follow-up evaluation sometimes hinder programme effectiveness. Some employees also perceived training as routine or compulsory rather than developmental.
These issues echo the findings of Okoye and Ezejiofor (2013), who observed that many Nigerian organisations lack systematic evaluation frameworks for training programmes. To overcome these barriers, organisations should link training needs directly to performance gaps and conduct post-training appraisals to assess impact.
Comparative and Theoretical Implications
The results reinforce the Human Capital Theory (Becker, 1975), which posits that education and training improve employees’ productivity, leading to increased organisational output. This theory provides a foundation for understanding why manpower development yields long-term economic returns.
The findings also align with the Resource-Based View (RBV), which identifies human capital as a key strategic resource that contributes to competitive advantage (Barney, 1991). Guinness Nigeria Plc’s success demonstrates how strategic human resource development can enhance overall performance in a competitive manufacturing environment.
Conclusion
This study examined the relationship between manpower development and employee productivity in the Nigerian manufacturing sector, using Guinness Nigeria Plc as a case study. The findings confirm that manpower development significantly enhances employees’ skills, job commitment, and overall performance. Employees who participated in structured training reported being more effective, career-oriented, and motivated. The results also showed that organisations benefit directly from improved productivity and competitiveness when manpower development is prioritised.
Despite these positive outcomes, the study noted persistent challenges, including inadequate funding, poor identification of training needs, and misconceptions of training as leisure. Addressing these challenges requires stronger institutional policies, professional trainers, and systematic evaluation of training outcomes. Overall, the research underscores that manpower development should be regarded as a strategic investment in human capital rather than a discretionary cost.
Limitations and Future Research 
This study has several limitations that should be acknowledged. The use of a purposive sample from a single location (the Ikeja brewery) limits the generalizability of the findings to the entire company or the broader Nigerian manufacturing sector. The cross-sectional design provides a snapshot in time, limiting insights into the long-term effects of training programs. Furthermore, the reliance on self-reported data for productivity measures may introduce social desirability and common method bias. Future research could employ longitudinal designs, include multiple case studies from different sectors, and utilize objective performance metrics to validate and extend these findings.
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