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254 respondents and 155 as the sample size using Yamane statistical formula. Simple regression technique, analysis of variance
(ANOVA) and co-efficient analysis were used to test the hypotheses in this study by using Statistic Package for Social Science
(SPSS Version 27.0) to analyse the data extracted from the organisation. The findings from the study indicated that there was a
significant effect of HRM on the performance of MTN Abuja. The study also revealed that HRM had effect on employee
productivity, operational efficiency and HR innovation of MTN in Abuja. The study concluded from these findings that
effectiveness of HRM practice could enhance the strategic improvement in the performance of MTN to attain and sustain long
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I INTRODUCTION 2025). Industry-specific trends revealed a strategic focus on
aligning human capital with organizational goals, emphasizing

Human Resource Management (HRM) is the strategic and continuous learning, talent retention, and performance

coherent approach to managing an organization’s workforce. It
involves recruitment, training, development, compensation,
and employee relations to enhance productivity and
organizational effectiveness. HRM aims to align human capital
with business goals, fostering employee growth and ensuring
compliance with labour regulations. HRM has evolved globally
as organizations increasingly recognize people as their most
valuable assets. Globally, HRM trends emphasized digital
transformation, workforce analytics, diversity, and remote
work culture, driven by technological innovations and
globalization (O’Brien, et al., 2025; Ng, et al., 2025; Zhivkova,
2025). Locally, HRM practices are adapting to socio-economic
realities, labour market shifts, and government regulations that
shape recruitment, training, and employee relations (lsiaka,
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optimization (Porkodi, et al.,, 2025; Vong, et al., 2025).
Collectively, these trends highlight HRM’s transition from
administrative functions to a strategic driver of sustainable
organizational success and competitive advantage.

HRM plays a pivotal role in shaping the success and
sustainability of modern organizations (Bratton, et al., 2025). It
encompasses strategic activities such as recruitment, training,
performance appraisal, and employee engagement, all of which
directly influence how effectively an organization achieves its
goals. As organizations navigate increasingly competitive and
dynamic environments, HRM has evolved from a support
function into a central strategic partner (Minz, etal., 2024). The
alignment of HR practices with organizational objectives
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enables businesses to build a competent, motivated, and high-
performing workforce, which is essential for driving
innovation, improving productivity, and enhancing customer
satisfaction (Ra, et al., 2025; Kavitha, 2025).

Organizational performance, often measured in terms of
profitability, market share, employee productivity, operational
efficiency, organisational innovativeness and customer
satisfaction, is significantly influenced by the quality of human
resource practices. Effective HRM ensures that employees are
not only well-equipped to perform their roles but also aligned
with the organizational vision and culture. Studies have shown
that organizations with robust HRM systems tend to exhibit
higher levels of efficiency and adaptability in achieving
strategic outcomes (Milhem, 2025; Mebratie, et al., 2025). This
underscores the need to investigate how various HRM practices
impact organizational performance. Understanding this
relationship is vital for managers and policymakers seeking to
enhance overall effectiveness and maintain a competitive edge
in today's rapidly changing business landscape.

» Statement of the Problem

Despite the growing recognition of the importance of
human resource management (HRM) in enhancing
organizational performance, significant gaps still exist in
understanding the specific mechanisms through which HRM
practices influence measurable outcomes such as productivity,
efficiency, and employee engagement. While numerous studies
have established a general link between HRM and performance,
In Nigeria and similar economies, rapid workforce informality,
weak institutional enforcement, and cultural variations in
managerial practice create a mismatch between HRM policies
and on-the-ground realities. Empirical studies frequently adopt
western-centric frameworks and cross-sectional designs that
obscure dynamic, context-specific causal mechanisms (Bratton,
et al., 2025; Mebratie, et al., 2025; Sev, et al., 2025); few
investigated how local labour market structures, regulatory
unpredictability, and resource constraints interact with HRM
practices to influence productivity, innovation, and employee
retention (Adewole, et al., 2025; Adamu, et al., 2025; Adias, &
Raimi, 2025). Additionally, there is limited empirical research
focusing on how individual HR functions such as training,
performance appraisal, and HR analytics collectively affects
organizational performance in dynamic business environments
(Arokiasamy, et al., 2024; Jiang, et al., 2024). limited attention
has been given to how digitalization, gig work, and evolving
employment relationships reshape HRM’s role in fostering
sustainable performance (Adam, & Alfawaz, 2025; O’Brien, et
al., 2025). The lack of integrated models that examine the
interaction between HRM practices and other organizational
factors also limits the ability of managers to make informed
decisions (Junaidi, et al., 2024; Aburumman, et al., 2024). Thus,
this study seeks to fill these gaps by providing a more
comprehensive analysis of HRM practice has effect on the
performance of MTN in Abuja as fair of contribution to
knowledge.
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» Statement of the Hypotheses

e HO:: Training has no effect on employee productivity of
MTN, Abuja.

e HO;: Performance appraisal has not affected the operational
efficiency of MTN, Abuja.

e HOs;: HR analytics has no significant effect on HR
innovation of MTN, Abuja.

1. CONCEPTUAL REVIEW

» Human Resource Management

HRM is the strategic and effective management of an
organization’s  workforce, focusing on recruitment,
development, performance, and employee relations to achieve
organizational goals while ensuring employee well-being,
motivation, and compliance with labour laws and ethical
standards. HRM has evolved from traditional personnel
management to a strategic function that aligns human capital
with organizational objectives. Contemporary HRM focuses on
acquiring, developing, and retaining talent to sustain
competitive advantage in dynamic business environments
(Tursunbayeva, 2024). Modern HRM practices include
performance management, strategic recruitment, employee
engagement, training, and development initiatives. According
to Gowrishankkar, et al. (2025), HRM is not only instrumental
in managing workforce diversity and inclusion but also plays a
critical role in enhancing organizational agility and innovation.
Additionally, the integration of technology, particularly
through Human Resource Information Systems (HRIS), has
transformed how organizations manage HR processes, enabling
data-driven decision-making and operational efficiency
(Cahyono, 2025).

Recent studies emphasize the importance of strategic
HRM in driving employee performance and organizational
outcomes (Bratton, et al., 2025; Mebratie, et al., 2025; Sev, et
al., 2025). For example, Adhami, and Timur, (2025) argue that
a high-performance work system (HPWS) that includes
selective hiring, extensive training, and performance-based
rewards significantly  contributes to  organizational
effectiveness. Moreover, HRM practices have increasingly
been linked to employee well-being, which in turn influences
productivity and retention (Ra, et al., 2025). With the global
shift towards hybrid and remote work, HRM has had to adapt
policies to ensure flexibility, employee engagement, and
compliance with labour laws across jurisdictions. In sum,
current literature highlights HRM as a vital strategic partner that
not only supports operational goals but also contributes to long-
term organizational sustainability and employee satisfaction.

e Training:

Training is a fundamental component of Human Resource
Management (HRM), serving as a strategic tool to enhance
employee performance, productivity, and organizational
competitiveness. Recent literature emphasizes that effective
training programs not only improve individual capabilities but
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also foster employee engagement, retention, and innovation
(Yertas, 2024). As organizations face rapid technological and
structural changes, training becomes essential for aligning
workforce skills with evolving business needs (Ayanponle, et
al., 2024; Ueasangkomsate, 2025). Moreover, empirical studies
emphasized that training contributes to talent development and
succession planning, positioning HRM as a driver of long-term
sustainability (SheikholeslamiKandelousi, 2025; Okafor, et al.,
2025; Rahman, 2025). That is, continuous learning and
upskilling support a culture of adaptability, especially in
knowledge-based economies. Therefore, training is not just a
cost but a strategic investment in human capital essential for
achieving organizational goals (Wardhani, et al., 2025).

e Performance Appraisal:

Performance appraisal is a critical component of human
resource management (HRM), serving as a systematic process
for evaluating employee performance and aligning individual
outcomes with organizational goals. Recent literature
emphasizes that performance appraisal plays vital role in
enhancing employee productivity, identifying training needs,
and supporting strategic decision-making (Daniel, 2024).
Effective performance appraisal systems contribute to
employee motivation, foster communication, and aid in
succession planning (Ali, et al., 2019). Scholars postulated that
performance appraisal is increasingly integrated with data-
driven HR analytics to improve objectivity and fairness in
evaluations (Thirunagalingam, et al., 2025; Lim, & Ravesangar,
2025; Monica, et al., 2025). However, challenges such as ratter
bias and lack of feedback mechanisms can undermine its
effectiveness. Therefore, organizations must adopt continuous,
transparent, and development-focused appraisal methods to
drive performance and organizational success (Giamos, et al.,
2025). Holistically, performance appraisal remains a vital
indicator of HRM effectiveness and organizational
sustainability.

e HR Analytics:

HR Analytics has emerged as a pivotal indicator of
modern Human Resource Management, transforming intuition-
driven decisions into evidence-based strategies that drive
organizational value. Scholars asserted that, by leveraging data
from recruitment, performance appraisals, learning and
development, attendance, and employee engagement (Adias,
2025; Kasali, et al., 2025), studies also revealed that HR
Analytics uncovers patterns and predictive insights that enable
HR to anticipate workforce needs, reduce turnover, and
optimize talent acquisition costs (Wibowo, et al., 2025; Betgeri,
& Chekuri, 2025; Cavescu, & Popescu, 2025). Analytics
empowers leaders to measure the return on investment of
training programs, identify high-potential employees, and align
staffing levels with business cycles, thereby improving both
efficiency and strategic agility. Integration of people analytics
with business intelligence also enhances workforce planning,
diversity and inclusion monitoring, and compensation fairness
by providing transparent, comparable metrics (Kadyan, &
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Singh, 2025). Scholars emphasized that ethical use of HR data
mandates robust governance, anonymization, and stakeholder
communication to build trust and comply with data protection
regulations (Ussher-Eke, 2025; Bahangulu, & Owusu-Berko,
2025; Bist, 2025). Moreover, democratizing analytics through
accessible dashboards and cross-functional collaboration
ensures that insights translate into actionable policies rather
than remaining siloed reports. As technology evolves,
combining machine learning with human judgment will refine
predictive accuracy, but success depends on HR’s capability to
interpret findings, tell compelling data narratives, and foster a
culture that values continuous measurement (Samuel, et al.,
2025). Notably, HR Analytics is not merely a technical
capability but a strategic discipline that signals a mature,
accountable, and future-ready HRM function.

» Organisational Performance

Organizational performance remains a central theme in
management literature, reflecting the ability of an organization
to achieve its goals efficiently and effectively while sustaining
long-term growth. Contemporary scholars emphasize that
performance is multi-dimensional, encompassing financial
outcomes, operational efficiency, customer satisfaction,
innovation, and employee engagement (Adam, &Alfawaz,
2025). Recent study advocate for a balanced scorecard
approach, integrating both financial and non-financial
indicators to evaluate performance holistically (Ferreira, et al.,
2025). Furthermore, dynamic capabilities such as agility,
technological adoption, and strategic alignment are increasingly
viewed as critical drivers of performance in today’s rapidly
changing environment (Zelenyte, 2025). Organizational
culture, leadership style, and human resource practices also
significantly shape performance outcomes by influencing
motivation, commitment, and knowledge sharing (Riza, et al.,
2025). Additionally, external factors such as market volatility,
regulatory policies, and global competition demand adaptive
strategies to sustain superior performance (Bozic, &Bozic,
2025). Performance measurement is therefore evolving from
traditional metrics to more integrated systems that align with
strategic goals and stakeholder expectations. This growing
body of literature highlights that sustainable organizational
performance requires continuous innovation, effective
governance, and responsiveness to both internal and external
challenges.

o Employee Productivity:

Employee productivity is widely recognized as a critical
indicator of organizational performance, reflecting the
efficiency and effectiveness with which human resources
contribute to achieving strategic goals. Recent studies
highlighted that those high levels of employee productivity led
to enhanced profitability, customer satisfaction, and overall
competitive advantage (Yertas, 2024; Majon, & Hameed, 2025;
Nair, et al., 2025). Organizations that invest in employee
training, motivation, and well-being tend to experience
improved output and reduced operational costs, reinforcing
productivity as a performance metric (Al Frijat, &Elamer,
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2025). Furthermore, technological integration and supportive
leadership have been linked to higher productivity levels, thus
directly influencing organizational growth and sustainability
(Ahmad, et al., 2025; Khaw, et al., 2022). Consequently,
productivity remains a vital benchmark for assessing corporate
success and operational efficiency.

o Operational Efficiency:

Operational efficiency is a critical indicator of
organizational performance, reflecting the ability of an
organization to optimize resources, reduce waste, and deliver
value with minimal input. It encompasses streamlined
processes, cost-effectiveness, and productivity enhancements
that contribute to competitive advantage and profitability.
Recent literature emphasizes that improved operational
efficiency leads to better financial outcomes and customer
satisfaction, which are essential for sustaining performance in
dynamic business environments (Irwin, 2025; Adekunle, 2025).
Moreover, digital transformation and data-driven decision-
making have been identified as key drivers of operational
efficiency (Yani, et al., 2025; Zong, & Guan, 2025). Thus,
operational efficiency serves not only as a performance metric
but also as a strategic tool for continuous improvement and
organizational success.

e HR Innovation:

Human Resource (HR) Innovation refers to the creative
transformation of traditional HR practices through the adoption
of new ideas, technologies, and strategic approaches aimed at
enhancing workforce performance, engagement, and
organizational competitiveness. It embodies the integration of
digital tools such as artificial intelligence, data analytics, and
cloud-based systems to improve recruitment, performance
management, training, and employee relations. Recent studies
emphasize that HR innovation enhances strategic alignment by
enabling data-driven decision-making, promoting agility, and
fostering a culture of continuous improvement (Valentinovna,
2024; Vadithe, et al., 2025; Herawati, et al., 2025). According
to Silva, (2025), organizations that adopt HR innovation
experience higher productivity, improved talent retention, and
better adaptability to change. The concept also encompasses
innovative work arrangements, employee empowerment, and
the redefinition of HR roles to support dynamic organizational
needs. Scholars argued that HR innovation is a catalyst for
organizational transformation, as it facilitates knowledge
sharing, collaboration, and the creation of a responsive
workforce (Vong, et al., 2025; Alemu, 2025). Moreover, the
integration of technology-driven HR practices enhances
transparency, employee satisfaction, and leadership
effectiveness, aligning human capital management with long-
term business sustainability goals (Martins, & Moreira, 2025;
Gautam, & Popescu, 2025). Thus, HR innovation serves as a
strategic enabler that drives competitive advantage by
reshaping traditional HR functions into proactive, technology-
oriented, and value-creating systems essential for thriving in
today’s fast-changing business environment.
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» Human Resource Management Practice and Organizational
Performance

Recent literature underscores the significant impact of
Human Resource Management (HRM) practices on
organizational performance, emphasizing the strategic role
HRM plays in enhancing productivity, employee engagement,
and overall effectiveness. Effective HRM practices such as
recruitment and selection, training and development,
performance appraisal, and compensation management are
shown to contribute positively to organizational outcomes by
fostering a skilled, motivated, and committed workforce
(Bratton, et al., 2025; Mebratie, et al., 2025; Sev, et al., 2025).
Scholars argue that organizations that align HRM strategies
with corporate objectives experience improved financial and
non-financial performance (Kavitha, 2025; Mwinuka, et al.,
2025). Moreover, strategic HRM is increasingly seen as a driver
of innovation, adaptability, and sustainable competitive
advantage in dynamic business environments (Kess-Momoh, et
al., 2024). Studies also highlight the mediating role of employee
productivity and operational efficiency in linking HRM
practices to performance outcomes (Siraj, et al., 2022).
Contemporary HRM is not merely administrative but a critical
enabler of strategic goals, making it imperative for
organizations to invest in human capital development and
integrate HR functions into the broader organizational strategy.
Effective training equips employees with the necessary skills
and knowledge to perform tasks proficiently, adapt to
technological changes, enhances employee productivity and
meet organizational goals (Yoma, et al., 2025; Wambura,
2025). Performance appraisal, on the other hand, provides a
structured framework for evaluating employee contributions,
identifying areas for improvement, and aligning individual
performance with strategic objectives (Natsir, et al., 2025;
Lakshmi, & Reddy, 2019). Together, these HRM tools foster a
culture of continuous learning and accountability, which boosts
motivation, reduces errors, and improves service delivery.

1. THEORETICAL FRAMEWORK

The Resource-Based View (RBV) theory, as proposed by
Barney (1991), offers a strategic lens through which
organizations like MTN in Abuja can understand how internal
capabilities particularly in human resource management
practices such as training and performance appraisal drive
employee productivity and operational efficiency. RBV
emphasizes the importance of valuable, rare, inimitable, and
non-substitutable (VRIN) resources in achieving sustainable
superior performance. In the context of MTN, effective training
enhances employee competencies, adaptability, and innovation,
while performance appraisal systems align individual
objectives with organizational goals, thereby fostering
productivity and operational efficiency (Natsir, et al., 2024).
These HRM functions, when properly managed, become
strategic assets that contribute significantly to employee output
and process optimization, reflecting the core tenets of the RBV.
Moreover, the unique configuration of MTN’s HR practices
tailored to its business environment in Abuja can create
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resource heterogeneity that is difficult for competitors to
replicate (Ochala, 2024). Thus, the RBV framework
substantiates the argument that strategically developed and
leveraged human capital is central to MTN’s organizational
success, making HRM a source of sustained performance
advantages in the Nigerian telecommunications sector (William
William, &Temilayo Ajiyon, 2023).

V. EMPIRICAL STUDIES

Kavitha, (2025) investigated the impact of human
resource practices on organizational performance, focusing on
the mediating role of work engagement. The study highlighted
how work engagement mediates the relationship between
human resource practices and organizational performance
among employees in SMEs. The study targeted employees with
various functional positions and job designations, distributing
questionnaires to 500 employees across selected organizations,
of which 448 responses were deemed valid for analysis
(reflecting an 89.6% response rate). Regression analysis was
employed to analyse the data, revealing that extensive
investment in HR practices enhances employee commitment,
reduces turnover rates, and boosts productivity. Work
engagement emerged as a critical mediator, significantly
influencing the link between HR practices and organizational
performance. Engaged employees demonstrated higher levels
of enthusiasm, creativity, and commitment, aligning more
closely with organizational objectives. Strategic alignment of
HR strategies with organizational goals was found to enhance
employee engagement, providing clear direction and fostering
a motivated workforce. Organizations adopting HR approaches
focused on enhancing work engagement achieved superior
performance metrics, including improved operational
efficiency and competitive advantages.

Bratton et al. (2025) Guest editorial: Sustainable human
resource management and organizational performance: new
definitions, navigating tensions, and global insights is the focus
of this special issue. The relationship between organizational
performance and sustainable human resource management
(HRM) is explored, with emphasis on introducing new
definitions, theoretical frameworks, and practical implications.
The significance of sustainable HRM in managing tensions
among social, environmental, and economic objectives is
underscored, examining how HRM can facilitate the
development of more innovative and sustainable workplaces.
Through literature reviews, conceptual papers, and empirical
studies, this issue contributes to understanding how sustainable
HRM practices can effectively support sustainability and
organizational performance. Insights are integrated from
diverse geographical regions, including Asia, Oceania, Africa,
the Middle East, North America, and Europe, across various
industries such as hospitality, ICT, local government, and
SMEs. Additionally, a new definition of sustainable HRM is
introduced, along with the 5E conceptual framework, designed
to manage tensions encompassing efficiency, equity, ethics,
engagement, and environmental sustainability. The articles
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collectively argue that sustainable HRM transcends traditional
HR functions to play a transformative role in organizational
strategy. A reconceptualization of sustainable HRM is proposed
as an integrated approach that promotes sustainable
employment relationships, fosters stakeholder collaboration,
and aligns HR practices with broader sustainability objectives
and the common good. The insights presented in this issue carry
significant implications for HRM professionals, business
leaders, and policymakers, advocating for a shift towards
sustainable HRM practices to actively contribute to low-carbon,
sustainability  transitions. = Through these  practices,
organizations can stimulate innovation and create long-term
value for both businesses and society.

Adamu, et al. (2025) carried out an investigation into how
training and development influence employee productivity
within the modern workforce, focusing particularly on the
academic staff of Niger State Polytechnic, Zungeru. The
principal aim of the research was to evaluate the effects of
training initiatives on employee productivity and to explore the
nature of the correlation between both variables. A survey
research design was employed, in which data were collected
through a sample survey that assessed various parameters and
their interconnections. The total study population comprised
367 academic staff members drawn from various departments
and faculties within the institution, all of whom had benefitted
from local and international TETFund-sponsored training
between 2010 and 2023. For participant selection, both
stratified and simple random sampling methods were utilized to
ensure representativeness. A sample size of 184 was derived
using Krejcie and Morgan’s sample size determination table.
Data for the research were gathered using both primary and
secondary sources. A carefully structured questionnaire was
formulated and disseminated among the selected respondents.
The responses collected were analysed using basic percentage
calculations, while hypothesis testing was conducted using the
chi-square method at a 5% level of significance. The findings
revealed a positive association between training and
development and the productivity of academic personnel,
demonstrated through improvements in their expertise,
pedagogical techniques, research quality, and attainment of
further academic qualifications. The study recommended that
Niger State Polytechnic, Zungeru, should continue to prioritize
consistent training programs for its academic workforce to
sustain and enhance institutional productivity and support the
realization of its strategic goals.

In another scholarly effort, Inyang, et al. (2024) explored
how employees perceive the impact of information systems on
the operational efficiency of insurance firms. This empirical
study focused on companies situated in Akwa Ibom State and
examined the influence of specific systems such as Transaction
Processing Systems (TPS), Decision Support Systems (DSS),
and Office Automation Systems (OAS) on organizational
performance. A cross-sectional data collection approach was
adopted. A total of 100 employees from various insurance
organizations in the state participated in the study. Participants
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were chosen through a simple random sampling method, and
data were collected using a self-designed questionnaire. The
collected data were analysed using a one-sample t-test to
determine statistical significance. The results of the analysis
indicated that the application of TPS, DSS, and OAS
significantly enhanced the operational efficiency of the
insurance firms involved. Based on the findings, it was
concluded that information systems play a crucial role in
improving organizational performance. A key recommendation
made was that insurance companies should invest in continuous
training and development of a skilled workforce proficient in
information systems to maintain and elevate operational
effectiveness.

Despite valuable insights from the reviewed studies,
several research gaps remain unaddressed. Kavitha (2025)
concentrated on HR practices and work engagement in SMEs,
yet the study failed to consider contextual variables such as
leadership style, digital transformation, or organizational
culture that may moderate the HR—performance nexus across
industries. Similarly, Bratton et al. (2025) provided theoretical
and conceptual advancements in sustainable HRM but lacked
empirical validation of the proposed 5E framework across
diverse organizational contexts, leaving questions about its
practical applicability and measurement unresolved. Adamu et
al. (2025) focused on training and productivity in an academic
institution but did not examine how technological innovations
or digital learning platforms could enhance training
effectiveness in dynamic workplaces. Likewise, Inyang et al.
(2024) emphasized information systems and efficiency in
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insurance firms but overlooked how human factors, such as
employee adaptability and skill alignment, interact with
technology-driven performance outcomes. These gaps indicate
the need for integrated, cross-sectoral, and technology-
inclusive HRM research frameworks.

V. METHODOLOGY

Survey research design was used in this study. A survey
design is justified for studying HRM's effect on MTN Abuja
because it efficiently captures employees’ and managers’
perceptions across locations, enables quantitative analysis of
relationships between HR practices and performance indicators,
supports generalisation to the workforce, and is cost-effective
and time-efficient; adopting structured questionnaires with
stratified sampling yields reliable, comparable data for
statistical inference and practical HR recommendations and
clear policy guidance. This employed a stratified random
sampling technique to ensure fair representation across various
departments and units of the MTN, reginal office in Abuja. This
method enhances accuracy by categorizing different
departments and units of the organization. The population of
254 respondents from MTN in Abuja, Nigeria, was determined
through a systematic approach that comprise management and
employee of the organisation. Stratified sampling ensured
proportional representation across departments and units of the
organization, while verification was conducted through field
surveys and engagement with relevant management and non-
Management staff.

Table 1 Population Frame

SIN MTN Nigeria, Regional Office in Abuja Population

1. Management Staff 58

2. Employees 196
Total 254

Researcher’s Computation (2025)

Taro Yamane's statistical formula was used to determines
the sample size by balancing precision and confidence levels.
The formula, n = N/ (1 + N(e?), where n is the sample size, N
is the population size, and e is the margin of error, ensures
representativeness while minimizing sampling bias in research
studies. The study sample size was 155 respondents.

N
1+N(e)?

Where:

N = Population Size 1= Constant
n= Sample size

e = Error of Margin (0.05)?

254

n= 1+254 (0.05)2
254 154
n= =
14254 (0.0025) 14+0.635
IJISRT25NOV410

254
n = —
1.635

n=15535=155

The study employed closed-ended  structured
questionnaire as instrument for data collection from among the
staff of MTN in Abuja regional office. The questionnaire was
designed on a five-point Likert scale such as "strongly agreed,"
"agreed," "undecided," "disagreed," and "strongly disagreed."
The questionnaire was be adequately administered by experts
and academicians in the field of study to meet the expected
result from MTN in Abuja. Therefore, the study distributed 155
copies of the questionnaire administered to the sampled
respondents from the MTN staff in Abuja, through their HR
Department. The questionnaire for the respondents was
structured based on the two main variables identified and sub-
variables in the study. Content validity was used to assess the
credibility of the study, as the items in the questionnaire was
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systematically drawn from the research objectives, questions,
and hypotheses. The items in the questionnaire were accurately
vetted and critically administered by experts, professionals, and
academicians in the field of the human resource management in
an academic environment. Most studies previously have used
questionnaire in the fields of human resource management and
organizational performance consistently and have yielded
reliable findings and conclusions, which made the same
instrument usefully reliable in this study to attain creditability
and acceptability.

The researcher used simple regression technique, analysis
of variance (ANOVA) and correlation analysis were used to test
the hypotheses in this study by using Statistic Package for
Social Science (SPSS Version 27.0) to analyse the data
extracted from the study. This ensures to ascertain the
correlative effect between human resource management and the
performance in MTN, Abuja, and to attain reliable findings and
conclusions that supported the stated objective of the study
respectively. Simple regression is used to examine the
relationship between two continuous variables. It helps in
understanding how changes in one variable (independent
variable) are associated with changes in another variable
(dependent variable). ANOVA is used to compare means
among different groups. It assesses whether there are any
statistically significant differences between the means of three
or more independent (unrelated) groups. Correlation analysis is
used to assess the strength and direction of the linear
relationship between two continuous variables. It provides a
measure of the degree to which changes in one variable
correspond to changes in another.

The study's variables have a structural model that
addresses the two main variables in the study, which were the
independent and dependent variables. The independent variable
was Human Resource Management= HRM Which proxies,
Training= TR, Performance Appraisal= PA and HR
Analytics=HRA. The dependent variable was Organizational
Performance = OP that was focused on Employee
Productivity=EP, Operational Efficiency=OE and HR
Innovation=HRI. As a result, in this model, Organizational
Performance is functionality that is driven by the strengths and
sustainability of HRM.

OP=HRM

EP= o + B TR+ B,PA + B;HRA + ¢
................................................... ()

OE= BO + BITR+ BZPAJF B3}IRA +e
................................................... (i)

HRI= BO + BITR+ BZPAJF B3}IRA +e
................................................... (i)
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Were,

B = Beta Coefficient of the parameter or the explanatory
variables

Bo= Intercept

e= Error Term

VI. DATA ANALYSIS, INTERPRETATION AND
DISCUSSION OF FINDINGS

» Data Analysis and Interpretation
o Testing of Hypothesis One

HO:1: Training has no effect on employee productivity of MTN,
Abuja.

Table 1 Model Summary
Adjusted R | Std. Error of
Model R R Square Square the Estimate
1 .805% .649 .646 36756
a. Predictors: (Constant), TR

The model summary presented in Table 1 provides the
statistical outcome for testing the first hypothesis, which states
that training has no effect on employee productivity of MTN,
Abuja. The correlation coefficient (R) value of 0.805 indicates
a strong positive relationship between training and employee
productivity. This suggested that improvements in training are
closely associated with increases in employee productivity
levels within the organization. The R Square (R2) value of 0.649
reveals that approximately 64.9% of the variation in employee
productivity can be explained by training initiatives provided
by MTN, Abuja. This means that training contributes
significantly to explaining changes in productivity among
employees, while the remaining 35.1% of the variation may be
influenced by other factors such as motivation, work
environment, or managerial support.

Additionally, the Adjusted R Square value of 0.646
adjusts the R2 for the number of predictors in the model and the
sample size, confirming that training remains a substantial
explanatory variable even after accounting for model
complexity. The standard error of the estimate (0.36756)
represents the average deviation of the observed values from
the predicted values, indicating a reasonably good level of
accuracy in the model’s predictions. Overall, the statistical
evidence suggests that training has a strong and positive impact
on employee productivity at MTN, Abuja. Therefore, the null
hypothesis stating that training has no effect on employee
productivity should likely be rejected, as the results demonstrate
that training is a critical factor in enhancing workforce
performance.
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Table 2 ANOVA*
Model Sum of Squares df Mean Square F Sig.
1 Regression 38.141 1 38.141 282.318 .000°
Residual 20.670 153 135
Total 58.812 154
a. Dependent Variable: EP
b. Predictors: (Constant), TR

The Analysis of Variance (ANOVA) table presented tests
the first hypothesis (HO1), which states that training has no
effect on employee productivity at MTN Abuja. From the
results, the regression sum of squares is 38.141, while the
residual sum of squares is 20.670, giving a total sum of squares
of 58.812. This indicates that a significant portion of the
variation in employee productivity can be explained by training
activities implemented in the organization. The F-statistic value
of 282.318 is considerably high, which implies that the model
fits the data well and that there is a strong linear relationship

statistically significant. This means there is sufficient evidence
to reject the null hypothesis (HO1) and conclude that training
has a significant effect on employee productivity in MTN
Abuja. The mean square for regression (38.141) compared with
the mean square for residual (0.135) further strengthens this
conclusion, as the large difference shows that most of the
variance in productivity is explained by training rather than
random error. Therefore, the analysis confirmed that employee
training contributes meaningfully to enhancing productivity
levels within MTN Abuja, emphasizing the importance of

between training and employee productivity. Additionally, the continuous learning and capacity-building initiatives in
significance value (Sig.) of 0.000 is far below the conventional improving organizational performance.
threshold of 0.05, indicating that the regression model is
Table 3 Coefficients®
Unstandardized Coefficients Standardized Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 157 .226 .693 489
TR .948 .056 .805 16.802 .000
a. Dependent Variable: EP

The results presented in the table test the first hypothesis
(HO1), which states that training has no effect on employee
productivity at MTN, Abuja. The model shows an
unstandardized coefficient (B) value of 0.948 for training (TR),
with a standard error of 0.056 and a standardized beta
coefficient of 0.805. The t-value of 16.802 and the significance
level (p-value) of 0.000 indicate a very strong and statistically
significant relationship between training and employee
productivity. This means that for every one-unit increase in
training, employee productivity increases by approximately
0.948 units, assuming all other factors remain constant. The
significance value (p < 0.05) leads to the rejection of the null
hypothesis (HO1) and the acceptance of the alternative
hypothesis, confirming that training has a significant positive
effect on employee productivity. The constant value of 0.157

suggested that even in the absence of training, a minimal level
of productivity still exists, though training considerably
enhances it. In summary, the analysis revealed that employee
productivity at MTN Abuja is strongly influenced by the level
of training provided. The high beta value of 0.805 demonstrates
that training is a major predictor of productivity, implying that
continuous and effective employee training programs can lead
to substantial improvements in workforce performance and
organizational efficiency.

o Testing of Hypothesis Two

HO2: Performance appraisal has not affected the operational
efficiency of MTN, Abuja

Table 4 Model Summary
Model R R Square Adjusted R Square Std. Error of the Estimate
1 716 513 510 36192
a. Predictors: (Constant), PA
The model summary revealed a strong positive The adjusted R Square value of 0.510 further confirms the

relationship (R = 0.716) between performance appraisal and the
operational efficiency of MTN Abuja. The R Square value of
0.513 indicated that approximately 51.3% of the variation in
operational efficiency can be explained by performance
appraisal practices, signifying a substantial predictive power.
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model’s reliability after accounting for sample size and
predictor variables. The standard error of 0.36192 suggests a
moderate level of prediction error, implying that the model fits
the data reasonably well. Therefore, the null hypothesis (HO2)
stating that performance appraisal has not affected operational
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performance appraisal significantly influences operational
efficiency at MTN Abuja.
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Table 5 ANOVA®
Model Sum of Squares df Mean Square F Sig.
1 Regression 21.101 1 21.101 161.094 .000°
Residual 20.041 153 131
Total 41.142 154
a. Dependent Variable: OE
b. Predictors: (Constant), PA

The analysis of variance (ANOVA) table above evaluates
the relationship between performance appraisal (PA) and
operational efficiency (OE) of MTN, Abuja. The regression
sum of squares (21.101) compared to the residual sum of
squares (20.041) indicates that a significant portion of the
variation in operational efficiency is explained by performance
appraisal. The F-value of 161.094 is considerably high,
suggesting a strong statistical relationship between the
variables. The significance value (Sig.) of 0.000, which is less

than the 0.05 threshold, confirms that the result is statistically
significant. This implies that performance appraisal has a
significant effect on operational efficiency, thereby leading to
the rejection of the null hypothesis (HO2) which stated that
performance appraisal has not affected operational efficiency.
Therefore, it can be interpreted that effective performance
appraisal practices contribute positively to improving the
operational efficiency of MTN, Abuja, enhancing productivity,
employee motivation, and overall organizational performance.

Table 6 Coefficients®
Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 1.457 226 6.434 .000
PA 713 .056 716 12.692 .000
a. Dependent Variable: OE

The result presented in Table 6 revealed the relationship
between performance appraisal (PA) and operational efficiency
(OE) of MTN, Abuja. The unstandardized coefficient (B) for PA
is 0.713 with a standard error of 0.056, indicating that for every
one-unit increase in performance appraisal, operational
efficiency is expected to rise by 0.713 units. The standardized
beta value of 0.716 shows a strong positive relationship
between the two variables, suggesting that effective
performance appraisal significantly contributes to improving
operational efficiency. The t-value of 12.692, which is notably
high, and the significance level (Sig.) of 0.000, which is less
than 0.05, confirm that the relationship is statistically
significant. This implies that performance appraisal has a
meaningful and positive influence on operational efficiency.

The constant value of 1.457 represents the baseline level of
operational efficiency when performance appraisal is not
considered. Therefore, the null hypothesis (HO2), which states
that performance appraisal has not affected the operational
efficiency of MTN, Abuja, is rejected. The analysis concludes
that performance appraisal significantly enhances operational
efficiency within the organization.

o Testing of Hypothesis Three

HOs: HR analytics has no significant effect on HR innovation
of MTN, Abuja.

Table 7. Model Summary
Model R R Square Adjusted R Square Std. Error of the Estimate
1 967 934 934 .15870
a. Predictors: (Constant), HRA
The table presents the model summary for the hypothesis innovation within the organization tends to increase

(HOs) which states that HR analytics has no significant effect
on HR innovation at MTN, Abuja. From the results, the
correlation coefficient (R) is 0.967, indicating a very strong
positive relationship between HR analytics and HR innovation.
This suggested that as HR analytics practices improve, HR
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significantly. The R Square (R?) value of 0.934 implies that
approximately 93.4% of the variation in HR innovation can be
explained by HR analytics. This high percentage demonstrated
that HR analytics plays a major role in influencing HR
innovation at MTN, Abuja. Furthermore, the Adjusted R Square
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value of 0.934 shows a minimal difference from the R? value,
confirming the reliability and stability of the model even when
adjusted for the number of predictors. The Standard Error of the
Estimate (0.15870) is relatively low, suggesting that the data
points are closely aligned with the regression line, thus
indicating high model accuracy. In interpretation, these
statistical results reject the null hypothesis (HOs) and support
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the alternative hypothesis that HR analytics significantly affects
HR innovation at MTN, Abuja. The strength of the relationship
and the predictive power of the model imply that effective use
of HR analytics contributes substantially to the enhancement of
innovative practices in human resource management within the
organization.

Table 8. ANOVA*

Model Sum of Squares df Mean Square F Sig.
1 Regression 54.959 1 54.959 2182.183 .000°
Residual 3.853 153 .025
Total 58.812 154

a. Dependent Variable: HRI

b. Predictors: (Constant), HRA

The Analysis of Variance (ANOVA) table above presents
the statistical relationship between Human Resource Analytics
(HRA) and Human Resource Innovation (HRI) at MTN, Abuja.
The regression sum of squares is 54.959, while the residual sum
of squares is 3.853, giving a total of 58.812. This indicated that
a substantial proportion of the variation in HR innovation can
be explained by HR analytics. The mean square value for the
regression is 54.959, while that for the residual is 0.025,
showing that the variation explained by the model is far greater
than the unexplained variation. The F-value of 2182.183 is
highly significant at a p-value of 0.000, which is less than the
conventional threshold of 0.05. This implies that the regression
model is statistically significant, and the null hypothesis (HO3)

stating that HR analytics has no significant effect on HR
innovation is rejected. In other words, HR analytics exerts a
meaningful and positive influence on HR innovation at MTN,
Abuja. This result suggested that the application of HR
analytics plays a crucial role in enhancing innovative practices
within the HR function. By effectively utilizing data-driven
insights, MTN’s HR department is likely improving decision-
making, talent management, and strategic innovation processes.
Therefore, the significant F-statistic confirms that HR analytics
is a powerful predictor of HR innovation within the
organization, reinforcing its strategic importance in driving
modern HR transformation.

Table 9. Coefficients”
Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) .102 .083 1.231 220
HRA .965 .021 .967 46.714 .000
a. Dependent Variable: HRI

The table presents the regression analysis used to test the
hypothesis HO3, which states that Human Resource (HR)
analytics has no significant effect on HR innovation at MTN,
Abuja. The results show that HR analytics (HRA) has an
unstandardized coefficient (B) of 0.965 with a standard error of
0.021, indicating a very strong and positive relationship
between HR analytics and HR innovation (HRI). This means
that for every unit increase in HR analytics, HR innovation is
expected to increase by approximately 0.97 units, holding other
factors constant. The standardized coefficient (Beta) value of
0.967 further emphasizes the strength of this positive
relationship, suggesting that HR analytics is a major predictor
of HR innovation in the organization. The t-value of 46.714 is
considerably high, demonstrating that the coefficient is
statistically significant. Additionally, the significance level
(Sig.) of 0.000, which is less than the 0.05 threshold, indicates
that the null hypothesis should be rejected. Therefore, it can be
concluded that HR analytics has a significant and positive effect
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on HR innovation in MTN Abuja. This implies that as the
organization continues to adopt and utilize HR analytics tools
and techniques, its capacity for HR innovation will likely
increase. In practical terms, integrating data-driven HR
analytics helps MTN improve workforce planning, talent
management, and decision-making, thereby fostering
innovative HR practices and enhancing organizational
performance.

> Discussion of Findings

Based on the analyzed data, it was analytically proven that
HRM had significant effect on the performance of MTN in
Abuja, Nigeria. This outcome aligns with the conceptual and
empirical conclusions of recent research findings that HRM had
effect on the performance of corporate organisation (Bratton, et
al., 2025; Mebratie, et al., 2025; Sev, et al., 2025; Arokiasamy,
et al. 2024). Furthermore, the results demonstrated that HRM
contributed positively to the company’s employee productivity
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and operational efficiency. These insights are consistent with
previous scholarly findings (Kavitha, 2025; Mwinuka, et al.,
2025; Kess-Momoh, et al., 2024; Siraj, et al., 2022;
Ochala,2024). However, these findings do not align with the
findings of Milhem, (2025); Mwinuka, et al., (2024). The
Resource-Based View (RBV) theory supports the finding that
HRM had effects on organizational performance by
emphasizing by understanding how internal capabilities
particularly in human resource management practices such as
training and performance appraisal drive employee productivity
and operational efficiency. Thus, the RBV framework
substantiates the argument that strategically developed and
leveraged human capital is central to MTN’s organizational
success, making HRM a source of sustained performance
advantages in the Nigerian telecommunications sector
(William, & TemilayoAjiyon, 2023).

The outcome of the first hypothesis, which posited that
Ho;: Training has no effect on employee productivity of MTN,
Abuja, was refuted through hypothesis testing. Results showed
that training had significant effect on employee productivity of
MTN, Abuja. This finding is consistent with both conceptual
and empirical studies emphasizing the effect of training on
employee productivity organisations (Adamu, et al., 2025;
Yoma, et al., 2025; Wambura, 2025; Siraj, et al., 2022;
Wardhani, et al., 2025). However, this finding does not align
with the findings of Aburumman, et al. (2024); Ayanponle, et
al. (2024). Similarly, the second hypothesis, which stated that
Ho:: Performance appraisal has not affected the operational
efficiency of MTN, Abuja, was also rejected. Analysis revealed
that performance appraisal had affected the operational
efficiency of MTN, Abuja. This is in line with recent research
highlighting performance appraisal had significance effect on
operational efficiency of corporate settings (Inyang, et al. 2024;
Natsir, et al., 2025; Lakshmi, & Reddy, 2019; Giamos, et al.,
2025). Also, from the third hypothesis, which stated that
Hos:HR analytics has no significant effect on HR innovation of
MTN, Abuja. The hypothesis tested revealed positive effect and
relationship between HR analytics and HR innovation of MTN,
Abuja. That is, the adoption and implementation of HR
analytics had significant effect on HR innovation of MTN,
Abuja, Nigeria. This finding was supported by previous studies
findings of Kasali, et al. (2025); Vadithe, et al. (2025); Gautam,
and Popescu, (2025).

VIL. CONCLUSION AND RECOMMENDATIONS

In conclusion, the study on the effect of Human Resource
Management (HRM) practices such as training and
performance appraisal on the performance indicators of
employee productivity and operational efficiency at MTN
Abuja revealed significant findings. Through effective training
programs, employees are equipped with necessary skills and
knowledge, enhancing their productivity levels. Additionally,
robust performance appraisal systems foster motivation and
goal alignment, thereby improving overall operational
efficiency within the organization. These HRM interventions
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are crucial in cultivating a high-performance culture at MTN
Abuja, where employees are empowered to contribute
effectively to organizational goals. The findings underscore the
strategic role of HRM in driving performance outcomes,
emphasizing the importance of continuous improvement and
development initiatives tailored to meet the evolving needs of
the telecommunications sector in Abuja.

The study recommended that MTN Abuja intensifies
employee training programs regularly, as well-structured and
continuous training significantly enhances staff productivity,
skill development, operational efficiency, and overall
organizational performance in a competitive market.
Management of MTN Abuja should consistently implement
transparent, fair, and objective performance appraisals to
enhance employee motivation, align individual goals with
organizational objectives, and ultimately improve overall
operational efficiency and service delivery. MTN Abuja should
institutionalize HR analytics by integrating workforce data
platforms, training HR in analytics, using predictive models for
talent retention and performance, aligning analytics with
innovation goals, and fostering cross-functional collaboration
to translate insights into HR innovations that improve agility
and employee experience.

By investigating MTN Abuja, this study contributes to
knowledge by addressing three interrelated gaps: the scarcity of
firm-level evidence in Nigerian telecoms on how structured
training translates into employee productivity improvements;
the limited understanding of how modern, continuous
performance appraisal systems influence operational efficiency
across technical and support units; and the under-researched
role of HR analytics in enabling HR-driven innovation.
Empirically, the study links specific training modalities (on-the-
job coaching, competency-based workshops and blended
digital modules) to quantifiable shifts in output, error rates and
learning transfer, demonstrating causal pathways previously
hypothesized but not demonstrated locally. It documents how
appraisal designs that combine behavioural indicators with
KPI-focused reviews reduce process bottlenecks, improve
resource utilization and align individual goals with operational
targets. Importantly, the research showed that HR analytics
converting routine HR and operational data into predictive
insights that speed decision-making and spark HR innovation,
and clarifies contextual factors like firm size and regulatory
limits. These findings produce a contextualized framework and
practical templates for policymakers and HR practitioners in
similar emerging-market telecom firms. The findings
established a new understanding of the strategic role HRM
plays in fostering organizational excellence in emerging
economies. Consequently, this research not only fills contextual
and functional gaps but also offers practical implications for HR
policy formulation aimed at improving workforce effectiveness
and sustaining competitive advantage at MTN, Abuja.
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