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ABSTRACT
[bookmark: _GoBack]This study examines The Impact of Human Resources Management on Productivity of an Organization (A case study Nigeria Tobbaco Company Ltd). For business to grow and succeed. There is need to manage human and material resources. Human resources management is the hallmark of an organization most especially in profit making firms.  In this research survey research method was adopted coupled with 100 copies of questionnaire and 90 copies were returned.  It is recommended that training and development must also be used as a means of promoting workers, this will make the employees to find means of developing themselves and this will increase their knowledge and skills which will eventually increase the profitability of the company.r


CHAPTER ONE
INTRODUCTION
1.1 BACKGROUND OF THE STUDY
The management of people within the organization has become an increasingly recognized important focus for researchers and practitioner over the past 20 years. Organizations are becoming more aware of important role human resource play in the success of their organizations to achieve financial performance. As a result, organizations are becoming more employee-centrist by focusing on enhancing employees’ engagement and organizational commitment. It is important for organization to adopt human resources management (HRM) system that optimizes workforce as it enables organization to achieve competitive advantage in today’s global market economy that provides wider access to technology, finance and other resources. Pfeffer (1994) stated that firms have increasingly recognized the potential for their people to be a source of competitive advantage. Creating competitive advantage through people requires careful attention to the practices that best leverage these assets. According to Nishii, (2008) scholars generally agree that appropriately designed, Human resources management practices can enhance organizational performance. Related theories suggesting and supporting assumption holds that the practices of Human Resources Management influences employees attitudes and behaviours. Human Resource Management is an invisible asset in an organisation. It creates value when embedded in the operational system that enhances organisational performance and ability to deal with turbulent environment. Effective HRM assists in developing human resources into high quality and efficient workforce thus enabling the organisation to obtain a competitive advantage through their people. In contrast, inefficient workforce can increase labour cost and decrease organisation productivity. However, in order to remain competitive, grow and diversify, an organisation must ensure that its employees are qualified, placed in appropriate position, properly trained, managed effectively and committed to the firm’s success. The goal of HRM is to maximize employees contribution in order to achieve optimal productivity and effectiveness while simultaneously attaining individual objective (such as having a challenging job) and obtaining recognition) and societal objectives (such as legal compliance and demonstrating social responsibility).
Human resource dimensions or practices (training, recruitment, reward system performance appraisal etc) have considerable impact on the performance of organizations and these contribute to the affirmative link between human resource management and organizational performance (Osman, 2012). Training is a flexible way to develop an employee as it consists of both formal and informal ways to enhance the effectiveness and efficiency of employees (Ellstrom, 2011). Job security increases employees’ honesty, keeps employees committed to the organization and provides security to valuable information as well (Raji and Jackson, 2011). Reward system is imposed on organization to evaluate reward and organization reward employees on the basis to get value by elaborating what they have spent and what they have got (Armstrong, 2011). Employee performance can be evaluated by the evaluation of task and reward system. Employee performance is one that is affected by the knowledge transfer that helps employee to develop their understanding of networking as well as focusing on the organizational performance. Organizational performance is related to organizational justice which allows employees to get committed to task assigned to him or her. HRM dimensions greatly influences the employees attitude which in turn affects employees’ performance. If HRM system works effectively, then increase in the organizational performance will be seen (Snape and Redman, 2010). Competitive advantage is viewed as a source of competitive advantage is a must for any organization and employees are always viewed as source of competitive advantage for any organization (Barney, 1991; Pfeffer, 1994). So, human resource management must be made in such a way that can utilize employees in the best possible way to increase performance of organizations.
1.2 STATEMENT OF THE PROBLEM
Research problem is an intellectual stimulus calling for an answer in the form of scientific inquiry. From experience over the years, with the role of human resource management in the achievement of organizational goal in Nigeria compared to other organizations of the world. It has been observed that human resource management in Nigeria have not performed well to support the efficiency and growth of the nation. Any management that is keen on training its personnel is usually faced with the problem of cost/benefit analysis. It is very easy to work cost but it is difficult to put value on the asset. It is therefore pertinent to list the problems associated with training human resource in the organization.
It has been observed that the problem facing business and increasingly number of workers are being faced with poor condition of service including remuneration. Furthermore, the foreign exchange problem has added a new dimension to the range of problem facing business organization. The overall effect of the problem is that most business organization can no longer afford to offer the employees good remuneration and adequate compensation for their labour. This is a situation that brought about ineffectiveness of human resource in the achievement of organizational goals. Presently, Nigeria economy is experiencing some economic difficulties which have resulted in retirements, retrenchments, lay-offs, mergers and acquisitions and dismissal of employees.
Furthermore, prominent among the reasons why organizations perform poorly in most organization in Nigeria is the problem of fund. Thus, this is the reason for the introduction of two schemes and programmes by the federal Government through the CBN which are geared towards improving the accessibility and availability of credit to the companies in order to make them more vibrant. Even the funds cannot manage themselves without the human resource.
At this point, the problem this study seeks to address is to find out the impact of HRM and how it has facilitated the growth and achievement of organizational goals.
1.3     OBJECTIVES OF THE STUDY
The primary objective of the study is as follows:
1. To determine the relationship between recruitment and selection on employees’ turnover.
2. To examine the influence of reward system on job satisfaction.
3. To find out the effect of training and development on profitability
4. To determine the impact of performance appraisal on employee’s productivity.
1.4 RESEARCH QUESTIONS
The following questions have been prepared for the study
1. Does recruitment and selection have effect on employees’ turnover?
2. Does reward system play a role on job satisfaction?
3. Is there any association between training and development on profitability?
4. Is there a relationship between performance appraisal and employee’s productivity
1.5     RESEARCH HYPOTHESIS
Ho1: Reward system negatively influences Job satisfaction
Ho2: Performance appraisal cannot directly determine employee’s productivity.
1.6     SCOPE OF THE STUDY
The study will determine the relationship between recruitment and selection on employees’ turnover. The study will also examine the influence of reward system on job satisfaction. The study will further  find out the effect of training and development on profitability. Lastly the study will  determine the impact of performance appraisal on employee’s productivity. Hence the study will be delimited to Nigeria Tobacco company ltd Lagos.
1.7	SIGNIFICANCE OF THE STUDY
Some organizations neglect the importance of Human resource, while some organization do not make provision for this crucial part of organization; therefore, this study will be helpful to organizations who currently have not adopted the idea of human resource management. It will also be helpful to organizations who have an ineffective human resources, as it would expose the activities and the various positive changes an effective human resource management can provide. Furthermore, the findings provided in this study can be useful for further studies. 
1.8 DEFINITION OF TERMS
Human resource: Human resources are the people who make up the workforce of an organization, business sector, or economy. "Human capital" is sometimes used synonymously with "human resources", although human capital typically refers to a more narrow view (i.e., the knowledge the individuals embody and economic growth).
Management: Management (or managing) is the administration of an organization, whether it be a business, a not-for-profit organization, or government body. 
Organization: An organization or organization is an entity comprising multiple people, such as an institution or an association, that has a collective goal and is linked to an external environment.


CHAPTER TWO
REVIEW OF LITERATURE
[bookmark: _Toc43312039]INTRODUCTION
Our focus in this chapter is to critically examine relevant literature that would assist in explaining the research problem and furthermore recognize the efforts of scholars who had previously contributed immensely to similar research. The chapter intends to deepen the understanding of the study and close the perceived gaps.
Precisely, the chapter will be considered in three sub-headings:
· Conceptual Framework
· Theoretical Framework
[bookmark: _Toc43312040]2.1	CONCEPTUAL FRAMEWORK
HUMAN RESOURCE MANAGEMENT PRACTICE
Human resource management being one of most important components of an organization. The effective utilization of human resource paves the path to achieve organizational goals and ultimately the success of an organization (Cascio, 2006). Organizations should also attain their competitive advantage through effective and efficient use of these resources (Chan, Shaffer, & Snape, 2004). Lado and Wilson (1994) describe a human resource system as “a set of distinct but interrelated activities, functions and processes that are directed at attracting, developing, and maintaining (or disposing of) a firm’s human resources”. Human resource management departments deal with many different activities to reach particular goals. In many literatures, studies generally focus on several aspects of Human Resources therefore there are few research that have attempted to delineate all human resource management practices together like Pfeffer (1998), Ahmad and Schroeder (2003) and Kaya (2006). In general terms HRM can be said to comprise of the practices of acquiring, retaining, empowering and motivating of employees. In this study, the human resource management practices that can affect employee performance are explained as; i) behavior and attitudes (in recruitment and selection), ii) teamwork, iii) extensive training, iv) training in multiple functions, v) performance appraisal, vi) feedback on performance, vii) incentives and viii) carrier management. Behavior and attitudes enables business firms to acquire the appropriate human resources in line with its aims and objectives (Huselid, 1995). Recruitment and selection is attracting and selecting favorable people to serve in an organization. Dowling, Schuler and Welch (1994) define this process as „searching for and obtaining potential job candidates in sufficient numbers and quality so that the organization can select the most appropriate people to fill its job needs‟. According to Karpin (1995), there are nine strategies that qualify for the best practice in an academic recruitment and selection; a detailed information package, the salary package and appointment specification, the recruitment methods, the composition of selection committee, a detailed timetable for selection, decisions on selection methods, individuals' subsequent performance appraisal, trained recruiters and the process review. As known, to reach right results, firstly beginning must be the right one. Therefore organizations must start organizational activities by selecting the right person for the right job. If this can be done, it is considered that employee performance will be affected in the positive way. Tahir‟s (2006) study proves this notion. As a result of these, it can be said that the best behavior and attitudes in recruitment and selection process, the lower organizational cynicism. 
It is ascertain that teamwork provides many benefits to the organizations. These benefits include increased communication, increased innovation that can drive continuous improvement (Tjosvold, 1991) and increased work satisfaction (Morley & Heraty, 1995). Increased workplace productivity, improvements to service quality, a reduced management structure, lower level of absenteeism, reduced employee turnover and increase in organizational effectiveness are other outcomes of team working (Bryk & Schneider, 2002; Smith et al., 2001). Employees must be integrated into and committed to the organization in order for teams to be effective (Tjosvold, 1991). Team work offers the potential to achieve outcomes that could not be achieved by individuals working in isolation (Rice and Schneider, 1994). Teamwork is frequently considered a best way to deliver superior performance (Henkin & Wanat, 1994; Naquin & Tynan, 2003). These positive factors are considered to decrease negativity of organizational cynicism. 
HISTORY OF HUMAN RESOURCE MANAGEMENT
The term “Human Resources Management” and “Human Resources” (HR) have largely replaced the term “Personnel Management” as a description of the processes involved in managing people in organizations. Human Resource Management is evolving rapidly. Human Resource Management is both an academic theory and a business practice that addresses the theoretical and practical techniques of managing a workforce. Human Resources Management has its roots in late and early 1900‟s when workers jobs became less labor intense and more working with machinery. The early development of the function can be traced back to at least two distinct movements. One element has its origins in the late century where organization such as Cadbury at its Bourneville factory recognized the importance of looking after the welfare of the workforce, and their families. The employment of woman in factories during the 1st world war led to the introduction of “welfare officers. Meanwhile, the concept of human resources developed as a reaction to the efficiency focus of taylorism or scientific management in the early 1900s, developed in response to the demand for more efficient working practices within highly mechanized factories, such as in the Ford Motor company. By 1920 psychologist and employment experts started the human relations movement, which viewed workers in terms of their psychology and fit with companies rather than as interchangeable parts. During the middle of the last century larger corporations emerged after the 2nd World War and recruited personnel who were able to apply new selection, training, leadership and management development techniques originally developed by the Armed services. Similarly, some leading European multinationals developed new approaches to personnel development and drew on similar approaches already used in civil service training. Gradually, this spread more sophisticated policies and processes that require more central management via a personnel department composed of specialists and generalist teams. The role of what became known as human resources grew throughout the middle of the 20th century. Tensions remained between academics who emphasized either a soft or hard human resource. Those processing so-called “soft human resource” stressed areas like leadership, cohesion, and loyalty that play important roles in organizational success. Those promoting “hard human resource” championed more quantitatively rigorous management techniques in 1960‟s.
HUMAN RESOURCE MANAGEMENT IN THE PUBLIC SECTOR
In most countries, human resource management displaced the traditional model of personnel administration within the public organization, shifting the culture from “rule-bound” to “performance-based” (Shim, 2001). Thus, newly adopted human resource management practices allow a more flexible approach to staffing and recruitment, training and development, and pay and performance appraisals. Many researchers followed a very similar approach adopted in national public sector agencies as the model employer with a generous pay system, high levels of job security, and superior entitlements (Walther, 2015). The interest in this new approach to employee management has coincided with, and been reinforced by widespread belief in the impact of human resource management on the performance of IGOs at both the organizational and individual levels (Gould Williams, 2010). 
Despite the increasing interest in human resource management practices within public sector, only recently scholars in the human resource management field began to consider how differences in organizational settings may impact the organizational performance outcome. Scholars began investigating the distinctions embedded in manufacturing versus service organizations, and public, non-profit, and private organizations (Lengnick-Hall et al., 2009). Rodwell and Teo (2004) in their work “Strategic human resource management in for-profit and non-profit organizations in a knowledge-intensive industry” examined the effects of adopting specific clusters of human resource management practices on organizational performance, comparing both for-profit and non-profit knowledge-intensive health service organizations in Nigeria. The authors surveyed the Managing Directors of 61 organizations with workforces exceeding fifty employees. They used selective staffing, comprehensive training, performance appraisal, and equitable reward systems as measures of human resource management practices. For performance measures, the authors used external orientation to customer demands and a commitment to employees as the two main performance measures (Rodwell & Teo, 2004). Their research findings proved a positive and significant relationship between human resource management practices and organizational performance for both for-profit and non-profit organizations. They concluded that adopting human resource management practices developed more commitment and more external orientation to clients’ demands, advancing performance within the organization with no distinctions between for-profit and non-profit organizations (Rodwell & Teo, 2004). In the same vein of research, exploring how different organizational context may influence human resource management outcomes and employee performance, Leggat, Bartram, and Stanton (2011), reported a positive correlation between certain aspects of human resource management practices and improved care delivery and patient outcome in public health organizations in Nigeria. In their research, the authors used a mixed-methods approach, interviewing and surveying Chief Executive Officers (CEOs), Human Resource Managers, and other Senior Managers in all public hospitals and other community health service organizations in Victoria Island Lagos. They used 42 practices covering the different areas of human resource, such as planning, training and development, and staffing and recruitment. For performance, they used employee outcomes measures, such as job satisfaction, empowerment, and staff turnover. They concluded that there is a relationship between human resource management and the perceived quality of healthcare mediated by HRM outcomes, such as psychological empowerment (Leggat, et al, 2011). Yet, their findings reported a significant gap between human resource management policies and actual practices. They reported that public healthcare organizations in Nigeria generally do not have the necessary aspects of human resource management in place, which necessitates more effective implementation for the newly adopted policies. 
THE EFFECT OF PERCEIVED HRM PRACTICES ON ORGANIZATION TURNOVER INTENTIONS
A wide range of researchers have examined how single human resource practice practices such as selection, training or performance management influence individual level behaviours (for an overview see Wright and Boswell, 2002, Boselie, Dietz and Boon, 2005), more recently researchers have argued that human resource management practices and strategies need to be considered holistically rather than as individual practices to assess their impact on employee outcomes (Gould-Williams and Mohamed, 2010, Snape and Redman, 2010). As individual practices can substitute, complement or conflict with other human resource management practices (Wright and Boswell, 2002), scholars have increasingly focused on examining the effects of combinations of human resource management practices, or so called human resource management bundles on employee outcomes.
Following human resource management scholars, many studies have mainly focused on analyzing the impacts of human resource management systems on organizational-level outcomes, such as productivity and corporate performance and measured an organization’s human resource management system by asking the views of single senior human resource management professionals (e. g., Huselid, 1995, Datta, Guthrie and Wright, 2005, Som, 2008). More recently, however, scholars have called for more research which examines individual-level outcomes of employee perceptions of an organization’s human resource management system, as employee perceptions of human resource management practices may be more proximal predictors of individual attitudes and behaviours (e. g., Khilji and Wang, 2006, Nishii et al., 2008). Hence, rather than focusing on intended human resource management practices as rated by human resource management or line managers, the present study examines employees’ perceptions of human resource management practices. This is because the way employees experience or perceive their employers’ human resource management strategies influences their attitudes and behaviours. Individual differences in the perceptions of and reactions to an organization’s human resource management practices stem from a range of factors such as past experience, values and beliefs or individual expectations (Den Hartog, Boselie and Paauwe, 2004). Hence, the same human resource management system can be interpreted in different or even contrary ways, and it is individuals’ perceptions of this system that are most relevant to individual level attitudinal and behavioural outcomes (Guest, 1999, Gerhart, Wright, McMahan and Snell, 2000, Gratton and Truss, 2003, Gerhart, 2005, Conway and Monks, 2008, Kuvaas, 2008). 
IMPACT OF HUMAN RESOURCE MANAGEMENT ON STAFF  PRODUCTIVITY
The Scientific Management School placed special emphasis on training for effective development of staff to enhance their productivity. Okiki (2007) opined that staff would do a better job when they receive adequate development and encouragement. Gberevbie (2010) asserted that employee training and development are at the heart of employee utilization, productivity, commitment, motivation and growth. Training is 
an organizational responsibility aimed at employee to acquire basic skills required for the efficient execution of the functions for which he was hired. Development deals with the activities undertaken by employee to creates growth, progress, positive change to the organizational (Gberevbie, 2010) . Saffold (2009)  posited that effective management of human resources equips employee with the needed skills to perform their job satisfactorily. Training and development for instance is an important phase in human resource's management. Employees may become obsolete or rustic if they do not update themselves with new work methods, skills, and knowledge about their work, the organization, and the environment (Choo & Bowley, 2007). The advantages of human resource to origination of performance as identified by Choo and Bowley (2007) are: Create positive behavior and attitude to work among the employees, this in-turn increases organizational productivity  as well as quality products. Improved workers’ morale whenever, the employee understand that the management is doing everything possible to reposition and better the workers working situation as well as environment, their disposition to work will be very high.
· Reduced turnover rate among workers 
· Bring about sense of belongings among employees and reduces the rate of absenteeism. 
· Bring about better coordination of both human and nonhuman resources within the organization as it helps to save superior’s time of supervision. 
Adeleye (2011) [2] opined that the advantages of employee development include not only the obvious benefits of increased productivity. Closely allied to a low turnover rate is the feeling that the employee is part of the establishment. Once an establishment makes an investment in an employee it gives him a feeling of belonging, and the general impression that the organization values him. Each training course that he gets as well as benefits that come his way reinforces his belief in the organization, and himself as he moves from general familiarization with his tools to master the working of the machinery, to obtain the technical knowledge required for doing minor repairs. Improvement in staff ability will automatic improve their chances of being promoted from junior to senior staff with all its benefits. A trained employee not only gains skills, a correct attitude, and  the knowledge required for success in the organization, but he  becomes an asset in that he saves management time. Because of 
his training, management has better control of him, for he  performs as expected with minimum supervision, as his work  becomes reliable extra tasks can be assigned to him. Management  can then concentrate on other tasks. The ability of employees to  perform their duties can help to reduce turnover rate. A trained  employee is less likely to leave his job than one who is untrained. Inability to perform one’s task creates a feeling of inadequacy and  fear. An employee who cannot successfully overcome this feeling  of inadequacy often resigns out of frustration (Adeleye, 2011) .
Human resource development remains a vital strategy for the improvement of employees to attain organizational goals of  enhanced productivity as well as service delivery, for the survival  and growth of any enterprise either in public or private sector  (Riordan, Vandenberg & Richardson, 2008; Rodrigues  & Chincholkar, 2010) . According to Meyer et al. (2014)  human resources development is the process of increasing the  knowledge, skills, and capabilities of all people in a given society  or organization. According to them, is done through the process  of formal education on the job and informal training programme.  And also for self-development on the part of the individual  employee through personal initiative, arising from his/her  willingness to acquire new ideas for higher productivity. 
Rodrigues and Chincholkar (2010)  describe human resource development as process of improving, molding and changing skills, knowledge, creative abilities, aptitude, attitude, values, commitment, based on present and future jobs and organizational requirements for improved productivity in the workplace. In the same vein, Bakare (2009)  describes human resources development “as the formal and explicit activities that will enhance the ability of all individuals to reach their full potential” (Moorhouse & Cunningham, 2010) . Emphasizing the importance of human resources development on employees’ improved performance; Riordan el at (2008) , argued that 
appropriate, ongoing training enables employees to develop the knowledge required for effective performance in an organization for higher productivity. More so, Paprock, Yumol and Atienza (2010) , posited that evidence abound from the public and private sectors about the unique role of human resources development in bringing about the competent employees in an organization for improved performance.
CHALLENGES FACING ORGANIZATIONS ON HUMAN RESOURCE  MANAGEMENT
Winning the fierce competition businesses is rather easier  through organizational capabilities such as speed, responsiveness, agility, learning capacity, and employee competence. Boudreau and Ramstad (2005) argued that as organizations increasingly compete through talent, their investments in human capital will determine their competitive positions. They noticed that not all the organizations are getting it right when come to manpower management or management of human resources. Yuliarini et al. (2012)  maintained that successful organizations will be those that are able to quickly turn strategy into action; to manage processes intelligently and efficiently, (Olson, 2005; Mohammed, 2009). Uche (2009) argued that many business organizations lack right people and adequate talent to take up the leadership positions, according to Uche (2009) filling the leadership post with inexperience candidate is the genesis for the poor human resources development noticeable in many organizations. Uche (2009)  highlighted problems that are most common across major samples of organizations affecting training and development to include: 
*Abuses of training of human resources in public organizations 
*Those that really need the training is often not selected for the training 
*Some employees go because of the monetary benefits. For instance, transport and accommodation fares attributed to the training section. 
*Employees do not received training and development as at when due. 
More also, other challenges associated with human resource management in an organization according to Elwood et al. (2006) include: 
*Lack of specialist in the Human Resource Management 
*The development of unit of the personnel management department does not evolve a means of ascertaining individual and organizational requirement for increased employees’ effectiveness. 
*Staff motivation which is the most important aspect of manpower development most times are not adequately taken care of. This is because every staff wants to be recognized, promoted to a better position which will enable him to perform, and achieve higher goals for selfesteem and self-actualization. This generally accelerates the progress of the organization in achieving its aim. 
*Sometimes, people that need the training are not often the people actually trained. This is because selections of trainees are often based on favoritism.
THE RELATIONSHIP BETWEEN HUMAN RESOURCE MANAGEMENT  AND ORGANIZATIONAL PRODUCTIVITY
Acquaah indicated that HRM practices advance organizational effectiveness and performance by attracting, identifying, and keeping employees with knowledge, skills, and abilities, and acquiring them to behavior in the manner that will support the missions and aims of the organization. In this way, the efficacy of HRM practices depends on how it comprehends the appropriate attitudes and behavior in employees, in addition to its implementation (Acquaah 2004). Some researchers have recommended that evaluations of performance should be based on financial indicators (e.g, profit), and for years, human resources issues have been secondary to such indicators. Nowadays, many researchers acknowledge that profit alone is not sufficient to hold the exhilaration and adherence of employees or to pay attention to the important elements of a business that has to get attention if it is to perform adequately. Stanton and Nankervis pointed out that organisational performance can be 
improved, especially through raised productivity and employment elasticity, by ranging entire employees’ performance outcomes with wide strategic business and HRM obligations. In this way, the management of remarkable employee’s performance, and their unified contributions to whole impressiveness, has possibly become the most significant actual HRM function in all organization (Stanton & Nankervis 2011, p. 69). It is important that a firm embraces HRM practices that make 
the best use of its employees. This trend has led to an increased interest in the impact of HRM on organisational performance, and a number of studies have found a favorable relationship between the alleged high-performance work practices and different measures of company performance (Huselid 1995) . Also, there is some empirical support for the hypothesis that firms, which arrange their HRM practices with their business strategy, will achieve ascendant outcomes (Bae & Lawler 1993, p. 502-517) . In the increasing a competitive world, human resource departments are expected to contribute to organizational performance and many organizations now believe that the accomplishment of the strategic management process mainly depends on the extent to which the human resource function.
 STRATEGIC IMPORTANCE OF HUMAN RESOURCE MANAGEMENT TO 
BUSINESSES
Whatever the size of your organization, the importance of human resource management (HRM) to your organization cannot be overstated. Without good HRM, the business would battle to remain competitive. The following are essential of HRM to the organization. 
Employee management: 
HRM deals with a crucial asset of the organization — its employees — and covers a wide range of employment issues ranging from performance management and training to team building, and labor disputes. It seeks to ensure that all employees feel valued by the company, and have a good working relationship with their colleagues. These helps to retain talented workers, and improve staff morale, resulting in better long-term performance.
Internal communication: 
Internal communication is crucial in employee rentention strategies. It not only disseminates information but also helps to prevent misunderstandings and encourages constructive feedback. It is essential for effective change, and performance management and encourages internalisation of organisational values. Good internal communication can also enhance business performance by eliminating departmental silos. Human resource managers play a key role in internal communication and are expected to protect the confidentiality of sensitive information as confidants in some situations. When disputes occur, they respond quickly, act as a mediator between employers and employees, and ensure that employees do not violate the rights of other workers.
Compliance with labour regulations: 
The human resource department is responsible for ensuring compliance with the latest labour regulations, allowing the company to avoid penalties resulting from non-compliance in this area.
The management of manpower costs: 
Human resource managers help the business to operate within it's budget through the management of manpower costs. They have to balance the firm’s aim of maximizing profitability with the need to offer competitive remuneration to attract and retain talented employees. HRM is therefore, essential to organizational success given its key role in employee management, internal communication, compliance with labour regulations, and  management of manpower costs.
HUMAN RESOURCE AND PERSONNEL MANAGEMENT
Human resource management techniques, when properly practiced, are expressive of the goals and operating practices of the enterprise overall. Human resource management is also seen by many to have a key role in risk reduction within organizations. Personnel management are often used in a more restricted senses to describe activities that are necessary in the recruiting of a workforce, providing its members with payroll and benefits, and administrating their work-life needs. So, if we move to actual definitions, Torrington & Hall, (1987) defines personnel management as being: “A series of activities which first enable working people and their employing organizations to agree about the objectives and nature of their working relationship and secondly, ensure that the agreement is fulfilled”. While Miller, (1987) suggests that human resource management relates to:- “those decisions and actions which concern the management of employees at all levels in the business and which are related to the implementations of strategies directed towards creating and sustaining competitive advantage”. The term “human resource management” and “human resources” have largely replaced the term “personnel management”. Human Resources Management is fundamentally another name for personnel management. It is the process of making sure the employees are as creative as they can be. Human resource management is regarded by some personnel managers as just a set of initials or old wine in new bottles. It could indeed be no more and no less than another name for personnel management, but as usually perceived. It has the virtue of emphasizing the virtue of treating people as a key resource, the management of which is the direct concern of top management as part of the strategic planning process of the enterprise. Although, there is nothing new in the idea if sufficient attention has been paid to it in many organizations. 
HUMAN RESOURCES MANAGEMENT STRATEGIES AND MODELS HUMAN STRATEGIES
The human resource management strategy pertains to the means as to how to implement the specific functions of human resource management. An organization’s human resource function may possess recruitment and selection policies, disciplinary, procedures, reward/recognition policies, on human resource plan, or learning and development policies, however, all of these functional areas of human resource management need to be aligned and correlated in order to correspond with the overall business strategy. Thus a human resource management strategy is an overall plan concerning the implementation of specific human resource management functional areas. As defined by Johnson and Scholes (1993), Human resource strategy is the direction and scope of an organization over the longer term which ideally matches its resources to its changing environment and in particular to its market customers and clients to meet stakeholders expectations. The defining characteristic of human resource strategies is that they are generally integrated vertically with the business strategy and horizontally with one another. Human resource strategies developed by a strategic human resource management approach are essential components of the organization’s business strategy. 
CHALENGES OF HUMAN RESOURCE MANAGEMENT
Human resource management challenges changes as employees became more skillful and want more out of the company they work for to make them satisfied in the areas of pay and benefits. Perhaps, the most difficult challenge for human resource management is to learn how to enable the managers be people managers, rather than the step to the void to take over their responsibilities, in other words, help them do it rather than do it for them. As Peter Block suggests, in flawless consulting, human resource should not be “an extra pair of hands” for managers, but rather enable them to manage their employees effectively. Those human resource shortcomings are as a result of the fact that:- 
a. Human resources have not historically led the statistics or data that can accept management and show how human resource management influences agency success. 
b. Human Resources Management has focused an internal operations rather than activities that impact the entire agency. To address these challenging shortcomings, human resources needs to ask itself what are the human resource management concerns that will gain management „s attention and does human resource have the data that can help address these concerns?
Ulrich (1998), points out that encouragement and contextual changes present a number of competitive challenges to organization which means that human resource has to be involved in helping to build new capabilities. Some of the major trends affecting Human Resources Management today are:- 
Globalization: This requires organization to move people‟s ideas, products and information around the world to meet local needs. New and important ingredients must be added to the mix when making strategic, volatile political insinuation. Contentions global trade issues, fluctuating exchange rates and unfamiliar cultures affect human resource management. 
Profitability through growth: This device for revenue growth means that companies must be creative and innovative and this means encouraging the free flow of information and sheared learning among employees.
Technology: The challenge is to make technology a viable and productive part of the work setting. 
Intellectual capital: This is the source of competitive advantage for organization. The challenge is to ensure that firms have the capability to find, assimilate, compensate and retain human capital in the shape of the talented individuals they need. And device a global organization that is both responsive to its customers and the bargaining opportunities of technology. They also have to consider the social capital of the organization, the ways in which people can interact, focus on organizational capital, the knowledge they own and how it should be managed. 
Changing Nature: The greatest challenge companies‟ face is adjusting to, and embracing nonstop charge. They must be able to learn rapidly and continuously and take on new strategic imperatives faster and more comfortably. In conclusion, human resource management is becoming more collaborative. It is something that management tends to believe in and it could therefore be regarded as simply a notion of how people can best be managed to achieve organizational goals. Human resource offices are becoming more consultative and involved in day to day line management activities. If this is the case, then concepts such as strategic integration, culture management, and commitment and total quality management fit well with the human resource management model. However their expectations of what human resource management can achieve by the use of various mechanisms e.g. performance related pay, may be unrealistic as Mabey (1998) have demonstrated. 
2.2	THEORETICAL FRAMEWORK
Resource Based View Theory
The RBV assumes that a firm uses resources to exploit the available opportunities and neutralize any threats for the purpose of achieving a competitive advantage over the others. Those advancing this theory believe that any performance by any organization is basically determined by the resources that are found in the organization. The resources used by organizations can be grouped into the physical resources, the human resources, and the organizational resources (Selzinick & Recardo, 2007). Human resources encompass all workers in the organization, all trainings, any experience acquired, intelligence, skills, competences, knowledge and their unique abilities. According to this theory HR is one of its internal resources that if utilized properly has the potential to deliver competitive advantage to the organization in this case the MOH. In this study, the theory will be used to assess how human resource planning in MOH contributes significantly to the overall performance. The theory assumes that possession of rare as well as valuable resources that are difficult to copy can enable a firm to achieve competitive advantage over its competitors (Takeuchi, 2007). In its application to the human resource- performance link, the workers are deemed to be similar to other resources in the firm building up a pool of human capital which stimulates desirable behaviour that gives a firm competitive advantage (Boxall & Steeneveld, 2001). In order for any organization to get the required number of workers to perform any job, there must be a deliberate effort to exercise forecasting. This is the ability of the organization to establish the quantity of future workforce that possesses particular skill and ability needed to enhance development. Accessibility forecasting refers to ability of the organization to be able to settle on the number of needed workers the organization is competent in hiring. HRP is essential for the firm in that it creates awareness for the organization and enables it to know the action as well as options available in hiring and retaining workers (Takeuchi, 2007). HRP assists organizations establish whether they are furnished with correct supply of talent for the purposes of improving performance. For any organization to be able to participate in the international market, it needs established plans to emerge as the preferred employer. HRP adds to an organization’s achievement by ensuring the organizations understand the job market as well as its relation to its lack of success. An organization that fails to embrace HRP may be faced with gaps in its authorised establishment. This leads to vacancies in very critical positions. HRP assists organizations organize the skills of human resources they have and link them to performance based delivery. In this study HRP will assist top managers in MOH organize workers according to their capabilities with a view to improve performance. RBV assumes firms should organize all skills in human resources they have and link them to performance based delivery. Through the effective use of HRP, the MOH will be able to ensure proper attraction; development and retention of qualified and experienced staff with desired skills and knowledge. This will give the MOH a competitive edge over other firms which might be competing for the same category of employees. This will ensure employee retention and curb brain drain as well as employee unrest.
Human Capital Theory
The theory on human capital is practiced by top managers to assess the workforce in the organization with a view of gaining knowledge of the workers skills and productivity or lack of it. This knowledge is vital in ensuring the organization has productive workforce. Bearing in mind that gathering experience requires skills and may take time, it is vital to nurture the human capital in order to enhance performance (Green, 2008). Human capital is the supply of creativity and the possession of skills by employees in an organization (Kwon, 2009). Collins (2007) asserts that this idea of having the correct human capital involves gradually acquiring the right mix of workers in the organization. According Delaney (2000), human capital means viewing employees as an important integral part of the organization that can produce important values for the firm (Delaney, 2000). In this study this theory will be used to identify the skills employees possess, the gaps and how to align them to better performance. Green (2005) argues that an organization can establish the creation of human capital in two ways. Firstly, by employing people as workforce and secondly by investing in workers through training and education in order to improve performance. This means that the organization must ensure that the workforce is available (physical capital) and that the workers if available are well trained and educated on service delivery to improve performance. The theory of human capital portrays a person (employee) as a creator capable of acquiring skills, knowledge as well as competency in exercising their daily activities which are geared towards improving oneself (Craft, 2000). Empowerment of the employees as well as personal possession of the necessary knowledge and skills can be translated into service delivery (Woodhall, 2001In the context of HRP and practice, this theory is most suitable because it justifies the rationale of attracting and retaining workforce with the necessary skills, knowledge and competences.



CHAPTER THREE
RESEARCH METHODOLOGY
3.1	INTRODUCTION
	In this chapter, we described the research procedure for this study. A research methodology is a research process adopted or employed to systematically and scientifically present the results of a study to the research audience viz. a vis, the study beneficiaries.
3.2	RESEARCH DESIGN
Research designs are perceived to be an overall strategy adopted by the researcher whereby different components of the study are integrated in a logical manner to effectively address a research problem. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled. According to Singleton & Straits, (2009), Survey research can use quantitative research strategies (e.g., using questionnaires with numerically rated items), qualitative research strategies (e.g., using open-ended questions), or both strategies (i.e., mixed methods). As it is often used to describe and explore human behaviour, surveys are therefore frequently used in social and psychological research.
3.3	POPULATION OF THE STUDY
	According to Udoyen (2019), a study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description. 
This study was carried out on the impact of human resources management on productivity of an organization, using Nigeria Tobacco company Ikoyi, Lagos State as a case study. Staff of Nigeria tobacco company form the population of the study.
3.4	SAMPLE SIZE DETERMINATION
A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). In this study, the researcher adopted the convenient sampling method to determine the sample size. 
3.5	SAMPLE SIZE SELECTION TECHNIQUE AND PROCEDURE
According to Nwana (2005), sampling techniques are procedures adopted to systematically select the chosen sample in a specified away under controls. This research work adopted the convenience sampling technique in selecting the respondents from the total population.
In this study, the researcher adopted the convenient sampling method to determine the sample size. Out of all the entire population of staff of Nigeria  Tobacco company ltd in Lagos, the researcher conveniently selected 90 out of the overall population as the sample size for this study. According to Torty (2021), a sample of convenience is the terminology used to describe a sample in which elements have been selected from the target population on the basis of their accessibility or convenience to the researcher.
3.6 	RESEARCH INSTRUMENT AND ADMINISTRATION
The research instrument used in this study is the questionnaire. A survey containing series of questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section enquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions. Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
3.7	METHOD OF DATA COLLECTION
Two methods of data collection which are primary source and secondary source were used to collect data. The primary sources was the use of questionnaires, while the secondary sources include textbooks, internet, journals, published and unpublished articles and government publications.
3.8	METHOD OF DATA ANALYSIS
The responses were analyzed using the frequency table, which provided answers to the research questions. The hypothesis was tested using chi-square statistical tool.
3.9	VALIDITY OF THE STUDY
Validity referred here is the degree or extent to which an instrument actually measures what is intended to measure. An instrument is valid to the extent that is tailored to achieve the research objectives. The researcher constructed the questionnaire for the study and submitted to the project supervisor who used his intellectual knowledge to critically, analytically and logically examine the instruments relevance of the contents and statements and then made the instrument valid for the study.
3.10	RELIABILITY OF THE STUDY
The reliability of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017) the range of a reasonable reliability is between 0.67 and 0.87.
3.11	ETHICAL CONSIDERATION
he study was approved by the Project Committee of the Department.  Informed consent was obtained from all study participants before they were enrolled in the study. Permission was sought from the relevant authorities to carry out the study. Date to visit the place of study for questionnaire distribution was put in place in advance.


CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
4. 1 INTRODUCTION
This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered. A total of one hundred and twenty (100) questionnaires were administered to respondents of which ninety (90) were returned and validated.  For this study a total of  90 was validated for the analysis.
Table 4.2: Demographic data of respondents
	Demographic information
	Frequency
	percent

	Gender
Male
	
	

	
	25
	25%

	Female
	65
	75%

	Age
	
	

	20-30
	14
	14%

	30-40
	48
	48%

	41-50
	28
	38%

	51+
	0
	0%

	Education
	
	

	WAEC
	22
	22%

	HND/BSC
	40
	50%

	MASTERS
	28
	28%

	PHD
	0
	0%

	Marital Status
	
	

	Single
	17
	17%

	Married
	45
	55%

	Separated
	0
	0%

	Divorced
	15
	15%

	Widowed
	13
	13%


Source: Field Survey, 2021
4.2	DESCRIPTIVE ANALYSIS
Question 1:   Does recruitment and selection have effect on employees’ turnover?
Table 4.3: Respondent on question 1
	Options
	Frequency
	Percentage

	Yes 
	45
	45.45

	No 
	20
	25.97

	Undecided
	25
	28.57

	Total
	90
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 45.45% of the respondents said yes, 25.97% said no. While 28.57% of the respondent were undecided .




Question 2:  .Does reward system play a role on job satisfaction?
Table 4.4: Respondent on question 2
	Options
	Frequency
	Percentage

	Yes
	40
	58.44

	No
	20
	19.48

	Undecided
	30
	22.07

	Total
	90
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 58.44% of the respondents said yes, 19.48% said no , while 22.07% were undecided. 
Question3: Is there any association between training and development on profitability?
Table 4.5: Respondent on question 3
	Options
	Frequency
	Percentage

	Yes 
	50
	38.96

	No
	15
	25.97

	Undecided
	25
	35.06

	Total
	90
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 38.96% of the respondents said very adequately, 25.97% said not adequately, while 35.06% were undecided.



Question 4:  Is there a relationship between performance appraisal and employee’s productivity
Table 4.6:	Respondent on question 4
	Options
	Frequency
	Percentage

	Yes
	40
	51.94

	No
	15
	19.48

	Undecided
	35
	28.57

	Total
	90
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 51.94% of the respondents said yes, 19.48% said no , while 28.57% were undecided. 
4.3	TEST OF HYPOTHESIS
Ho1: Reward system negatively influences Job satisfaction
Ho2: Performance appraisal cannot directly determine employee’s productivity.
Table 4.7: Reward system negatively influences Job satisfaction
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	40
	30
	10
	100
	3.33

	No
	20
	30
	-10
	100
	3.33

	Undecided
	30
	30
	-0
	0
	0

	Total
	90
	90
	
	
	6.66


Source: Extract from Contingency Table	
		Degree of freedom = (r-1) (c-1)
					(3-1) (2-1)
					(2)  (1)
					 = 2
At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.
Findings
The calculated X2 = 6.66 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision
Since the X2 calculated value is greater than the critical table value that is 6.66 is greater than 5.991, the Null hypothesis is rejected and the alternative hypothesis which states that Reward system positively influences Job satisfaction   is accepted.
Table 4.11: Performance appraisal cannot directly determine employee’s productivity.
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	40
	30
	10
	100
	3.33

	No
	15
	30
	-15
	225
	7.5

	Undecided
	35
	30
	-5
	25
	0.83

	Total
	90
	90
	
	
	11.66


Source: Extract from Contingency Table	
		Degree of freedom = (r-1) (c-1)
					(3-1) (2-1)
					(2)  (1)
					 = 2
At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.
Findings
The calculated X2 = 11.66and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision
Since the X2 calculated value is greater than the critical table value that is 11.66 is greater than 5.991, the Null hypothesis is rejected and the alternative hypothesis which states that performance appraisal can directly determine employee’s productivity. is accepted.



CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	SUMMARY
In this study, our focus was on the impact of human resources management on productivity of an organization  using Nigeria Tobacco company as a case study. The study specifically was aimed at highlighting  the relationship between recruitment and selection on employees’ turnover. The study also  examine the influence of reward system on job satisfaction. More so, the study find out the effect of training and development on profitability. Furthermore, the study determine the impact of performance appraisal on employee’s productivity.  A total of 90 responses were validated from the enrolled participants where all respondent are drawn from staff of Nigeria Tobacco company ltd.
5.2	CONCLUSION
Based on the finding of this study, the following conclusions were made:
1.Recruitment and selection have effect on employees’ turnover.
2. Reward system play a role on job satisfaction
3.There is a association between training and development on profitability.
There is  a relationship between performance appraisal and employee’s productivity
5.3	RECOMMENDATION
Based on the responses obtained, the researcher proffers the following recommendations:
1.Standard promotion, employee evaluation/appraisal criteria should be put in place.
2.Constant review, flexibility of the organization human policies
3.Performance incentive rewards and compensation should cut across all levels of staff and should be publicized to encourage and motivate others. 
4.Profitability/ bonuses sharing should be shared across all members of staff. 
Ensuring good staff welfare package to encourage staff motivation and loyalty. 
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APPENDIXE
QUESTIONNAIRE
PLEASE TICK [√] YOUR MOST PREFERRED CHOICE(S) ON A QUESTION.
SECTION A
PERSONAL INFORMATION
Gender
Male ( )
Female ( )
Age
20-25 ( )
25-30 ( )
31-35 ( )
36+ ( )
Marital Status
Single  ( )
Married ( )
Separated ( )
Widowed ( )
Education Level
WAEC ( )
BS.c  ( )
MS.c ( )
MBA ( )
SECTION B
Question 1:   Does recruitment and selection have effect on employees’ turnover?
	Options
	Please tick

	Yes 
	45

	No 
	20

	Undecided
	25


Question 2:  .Does reward system play a role on job satisfaction?
	Options
	Please tick

	Yes
	40

	No
	20

	Undecided
	30


Question3: Is there any association between training and development on profitability?
	Options
	Please tick

	Yes 
	

	No
	

	Undecided
	


Question 4:  Is there a relationship between performance appraisal and employee’s productivity
	Options
	Please tick

	Yes
	

	No
	

	Undecided
	






