THE SIGNIFICANCE OF HUMAN RESOURCE MANAGEMENT IN ENHANCING ORGANISATIONAL PERFORMANCE

Abstract

This study investigated the correlation between human resource management practises and the overall performance of microfinance banks located in Lagos State. The research conducted a survey on three microfinance banks located in Lagos State, specifically Reliance Microfinance Bank, Lapo Microfinance Bank, and VFD Microfinance Bank. Human resource management has been recognised as a strategic approach to effectively managing personnel inside an organisation, with the aim of enhancing organisational performance. A comprehensive analysis was conducted on four distinct human resource practises. The purpose of recruitment and selection is to enhance the alignment between employees, the organisation, teams, and job demands.

The research utilised primary data. The data was analysed using descriptive statistics and correlation analysis. The results indicated that the employees were in complete agreement with the exceptional success of their organisation in terms of profitability, market share, staff performance, and customer happiness. Furthermore, the participants usually reached a consensus that the implementation of human resource practises within their respective organisations is executed effectively. The study's findings can be summarised as follows: There exists a significant correlation between recruitment and selection practises and the profitability of microfinance banks in Lagos State (x=0.812; p<0.05). Additionally, there is a robust relationship between training and development initiatives and the market share of microfinance banks in Lagos State (x=0.782; p<0.05). Furthermore, a significant correlation is observed between the compensation structure and customer satisfaction levels of microfinance banks in Lagos State (x=0.834; p<0.05). Lastly, a strong relationship is identified between performance appraisal systems and employee performance within microfinance banks in Lagos State (x=0.904; p<0.05). The study's findings indicate a significant and robust correlation between human resource management and organisational performance. The study suggests that microfinance banks should adopt strategic and purposeful human resource management techniques to enhance the competence and effectiveness of their personnel inside their organisations. The management leadership of chosen microfinance institutions should recognise that investing in human capital is the sole means of enhancing the performance and productivity of staff. It is imperative for microfinance institutions to clearly explain their human resource strategies, preferably in a formalised manner. The importance of human resource strategies should be duly recognised, emphasising the need for clear articulation of human resource policies, exclusive involvement of skilled professionals in handling human resource matters, and ensuring staff possess a comprehensive understanding of established procedures.
CHAPTER ONE

INTRODUCTION

1.1 Background to the Study
Human resource management is concerned with the supervision and controlling of employees so as to enhance organizational performance. Human resource management covers such practices such as human resource planning, recruitment and selection, training and development, compensation management and performance appraisal (Osibanjo, Kehinde & Abiodun, 2012). According to Benjamin and Anthony (2014), human resource management practices are accepted to be the basic constituent of organizational procedure. In such manner, organizations need wise, instructed, skilled, committed and assiduous employees to build a way for boosting the performance of their organizations. Human resource management generally implies embarking on activities that supervise, counsel, instruct and empower employees in order to enhance their competence, harness their potentials and to encourage the organizational destinations (Khan & Kamar, 2016).

Organizational performance is an indicator that measures how well an organization accomplishes its objectives. Organizational performance as pointed by Caliskan and Nemli (2010) focuses on quality of administration, advancement of administration, fulfillment of employees and representative relationship. Literature on the subject matter revealed that human components of the organization are those equipped for learning, changing, enhancing and giving the innovative push which if legitimately roused can guarantee the long haul survival of the organization (Danlami, 2012). Based on this, human resources have been recognized to be both profitable and advantageous. Human resources examined the practices utilized by an organization to deal with its human resources and how it can affect numerous organizational results.

Human resource management practices are liable of organizational performance in precisely selecting and training, rewards and compensation and incidental advantages, obliged aptitudes to seek after the system viably and the assessment of performance of the employees. Human resource management can be depicted as a key, coordinated and recognized way of dealing with the occupation, growth and development of employees. It has a solid reasonable premise drawn from behavioral sciences and from key management, human capital and mechanical relations speculations. Human resource management is the approaches, practices and frameworks that impact on the conduct, states of mind and performance of employees (Fahad & Nadeem, 2015). Parallel to the understanding that human resource is fundamental for an organization; human resource management capacity is increasingly going up in organizational pecking order. Human resource management intends to guarantee that the organization gets and holds the talented, conferred and appropriate workforce it needs for enhanced performance.

Contemporary organizations are constantly undergoing the pressure to improve their service delivery and productivity. The precariousness of the external environment and the rapid rate of technological advancement increasingly requires innovative means of improving business performance in totality and as well as having a competitive advantage over rival firms. People are recognized as the core determinants of competitive advantage and the need for effective manpower management has become more important than ever before. The task of effective human resource management in the 21st century has gone beyond the human resources department of an organization alone. The task of exploring and harnessing the potentials of people in an organization for maximum performance is now being faced by senior managers, line managers and human resources professionals. However, organizations are facing the challenges of providing an ideal occasion for diverse human resource practices to prove its ability to contribute towards organizational performance and to particularly enhance the performance of human resource (employees).

Human resource in organizations in this present century is seen has been a vital component in the enhancement and sustenance of employees’ performance (Bowen, 2014). Human resources practices are believed to affect knowledge, skills, attitudes, abilities and behaviour of employees, which further affects the performance of an organization.  Research has showed that human element is an important asset organizations must possess to gain competitive advantage in the industry where they are operating.  Research further evidenced that human resource plays a decisive role in employee performance as well as organizational performance (Dietz & Boon, 2013; Conway & Shanna, 2015).

1.2 Statement of Problem
Human resource practices are inappropriately implemented in most Nigerian private and public organizations (Onyeama, 2014). There are evidences of impartiality in human resource management practices in most Nigerian organizations (Kolawole & Komolafe, 2013). The high rate of employee turnover and low employee retention could be attributed to poor utilization of human resource practices in Nigerian organizations. The cases of impartiality and nepotism in recruitment and selection process, poor remuneration, biasness in performance appraisal review, management’s little or lack of interest in the progression of their staff, rigid work arrangement and non-involvement of employees in the decision-making process further confirms the unhealthy practices of human resource in most Nigerian organizations. Unhealthy human resource practices de-motivates staff, which results in dwindled employee’s productivity, consequently resulting in poor organizational performance as it is believed that employees are the lifeblood of any organization.

The impact of human resource management practices on organizational performance has been broadly researched. Numerous studies from developing and developed countries showed that human resource management practices have tremendous impact on organizational performance (Fadugba, 2008; Onyema, 2014; Naftal, 2015; Khan & Kamal, 2016). Virtually all studies on the subject matter concentrated on the manufacturing firms, oil firms, government agencies, telecommunication firms, construction firms and deposit money banks. There is paucity of studies as regard textile industry, microfinance banking sector, real estate firms, agro-allied industry, educational sector and health sector in literature.  Since institutional factors and manner of practices of human resources vary across sectors, it is imperative to conduct study in these uncovered areas to determine whether findings would corroborate established outcomes.

1.3 Objectives of the Study
The broad objective of the study is to examine the role of human resources in the organizational performance of selected microfinance banks in Lagos State. The specific objectives are:

i. To assess the relationship between recruitment and selection and profitability of selected microfinance banks in Lagos State.

ii. To determine the relationship between training and development and market share of selected microfinance banks in Lagos State.

iii. To explore the relationship between compensation structure and customer satisfaction in selected microfinance banks in Lagos State.

iv. To find out the relationship between performance appraisal and employee performance in selected microfinance banks in Lagos State.

1.4 Research Questions
Based on the research objectives, the study attempted to provide robust answers to the following questions:

i. How does recruitment and selection process affect profitability of selected microfinance banks in Lagos State?

ii. To what extent does training and development contribute to market share of selected microfinance banks in Lagos State?

iii. How does compensation structure affect customer satisfaction in selected microfinance banks in Lagos State?

iv. To what extent does performance appraisal affect employee performance in selected microfinance banks in Lagos State?

1.5 Research Hypotheses

In order to make valid conclusions about the specific objectives of the study, the following hypotheses were stated:

H01:  There is no significant relationship between recruitment and selection and profitability of selected microfinance banks in Lagos State.

H02:  There is no significant relationship between training and development and market share of selected microfinance banks in Lagos State.

H03:  There is no significant relationship between compensation structure and customer satisfaction in selected microfinance banks in Lagos State.

H04:  There is no significant relationship between performance appraisal and employee performance in selected microfinance banks in Lagos State.

1.6 Operationalization of Variables
Human resource (X), the independent variable, is captured by four variables namely recruitment and selection (x1), training and development (x2), compensation structure (x3) and performance appraisal (x4).  

On the other hand, organization performance (Y), the dependent variable, is surrogated by four variables namely profitability (y1), market share (y2), customer satisfaction (y3) and employee performance (y4). Connecting the variables in the specific objectives, we have:

Specific objective One:   Recruitment and Selection and Profitability

y1= f(x1)………………… (1.1)

Specific objective Two:   Training and Development and Market Share

y2= f(x2)………………… (1.2)

Specific objective Three:   Compensation Structure and Customer Satisfaction

y3= f(x3)………………… (1.3)

Specific objective Four:   Performance Appraisal and Employee Performance

y4= f(x4)………………… (1.4)

1.7 Scope of the Study
The study is streamlined to three microfinance banks in Lagos State namely Lapo Microfinance Bank, Epe; VFD Microfinance Bank, Lagos State and Reliance Microfinance Bank, Ikeja. These banks were used as case studies because of their prominence in the Nigerian microfinance banking sector with respect to quality of management, customer confidence, brand and reputation. The unit of analysis is employees of selected microfinance banks at junior, middle and senior level positions.

1.8 Significance of the Study
The study provides insight to microfinance banking sector in Nigeria on the effect of the human resource on performance indicators, thus enabling them to take necessary action to improve overall organizational performance.

Management practice: The management of Reliance Microfinance Bank would find this study informative and useful in their daily operations. The study would inform the senior management about the appropriate utilization of human resource practices in their activities.

Industry: Other Microfinance Banks would also find this study enriching as it would provide the appropriate combination of human resource practices that would spur organizational performance.

Government:  The study would enable government more specifically, the Ministry of Finance, to develop and implement human resource management policies that are favorable to microfinance banks in Nigeria.

Society:  The study paves the way for other researchers embarking on further studies on the subject matter. The study through its findings would add to the increasing body of theoretical and empirical knowledge in human resource management field in particular, and serves as a body of reserved knowledge that can be consulted by other researchers

1.9 Historical Perspective of the Study Areas

Reliance Microfinance Bank, Ikeja, Lagos
Reliance Microfinance Bank Limited, a member of the Reliance Group was incorporated on October 20th 2015, as a private limited company but obtained license from Central Bank of Nigeria on February 3rd 2016, to carry out microfinance banking business in Nigeria. Reliance MFB is primarily a financial service institution for the unbanked to contribute positively to the country’s economic development by facilitating financial inclusion. The Bank is well-positioned to support entrepreneurship and empowerment of the economically disadvantaged individuals, micro, small and medium scale enterprises in achieving their financial goals.

Lapo Microfinance Bank, Epe, Lagos
Lapo Microfinance Bank is a pro-poor financial institution committed to the social and economic empowerment of low-income households through the provision of access to responsive financial services on a sustainable basis. The institution was established in the late 1980s, as a Non-Governmental Organization by Godwin Ehgiamusoe in response to the effects of the implementation of the Structural Adjustment Programme (SAP) in 1986. In 2010, Lapo MfB obtained the approval of the Central Bank of Nigeria to operate as a state microfinance bank and in 2012, it got an approval as a national microfinance bank.

VFD Microfinance Bank, Lagos Island
VFD MfB is a dynamic, Lagos-based financial services institution operating in the microfinance banking sector. VFD MfB is in the business of helping its customers achieve their desires, solve intermittent problems and create wealth through high yield savings account and low interest rates on loans. VFD MfB is a limited liability company, regulated by the Central Bank of Nigeria as a microfinance bank.

1.10 Definitions of Operational Term
Compensation: This refers to salaries, commission, fringe benefits, allowances, bonuses and other financial and non-financial rewards, employees are entitled to.

Performance Appraisal: This refers to the measurement of employees’ performance on the basis of objective and quantifiable results.

Recruitment and Selection: This refers to the inflow of chosen skill aimed at enhancing the human resources capabilities of an organization.

Training and Development: This refers to the tool to develop the knowledge and skills of employees with the aim of improving their performance.

Organizational Performance:  This refers to the extent to which an organization accomplishes its designated objectives.

Profitability:  This refers to the capacity of an organization to make profits.

Market Share:  This refers to the proportion of revenue of a company to the revenue of other companies in the same industry.

Customer Satisfaction: This refers to the extent to which customers are pleased with the products and services of an organization.

Employee Performance:  This refers to the extent to which employee are accomplishing the tasks assigned to them.  Employee performance indices include productivity, competence, effectiveness and efficiency.

Human Resources:  This refers to the people who make up the workforce of an organization, business sector or economy. Human capital is interchangeably used with human resources, although human capital typically refers to a more narrow effect, i.e, the knowledge of individuals and economic growth.

CHAPTER TWO

LITERATURE REVIEW
2.1 Introduction

According to Pier (2006), many organizations 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. Employees and how they are managed is becoming more important because many other sources of competitive success are less powerful than they used to be. This is essential in developing different frame of reference for considering issues of human resource policy and strategy. While traditional sources of success such product as can still provide competitive leverage, an organization’s human resources are more vital for its sustainability. This change in the mindset of executive decision-makers has spurred an increasing body of academic research attempting to reveal a relationship between an organization’s HR practices and performance.

On the other hand, the economic environment in the banking industry is changing rapidly and this change is characterized by a phenomenon such as globalization, changing customer and investor demands, and ever-increasing product-market competition. To compete in this environment, banks need to use their people effectively and efficiently (Price, 2004).

This chapter sought to look at information previously researched on HRM and policies background by other researchers and their perspective. With a particular inference on three HR policies; effect of recruitment policy on employees’ achievement of set targets, effect of the appraisal policy on employees’ performance and lastly, effect of compensation policy on employees’ performance.

2.2 Effect of Recruitment Policy on Employees’ Achievement of Set Targets

2.2.1 Recruitment Process and Organization Performance

Recruitment and selection being the onset of the talent management process are very crucial decision making points in establishment of the work relation (McKenna and Beech, 2014). The process generally involves an organization looking for the best fit individual(s) who are knowledgeable, skilled and or experienced to take up job vacancies with defined job specifications. Employee targets on the other hand are synonymous with organizational goals. While goals offer direction and progression; targets act as a performance indicator tool. From each individual’s contribution organizations are able to note its advancement, position and eventually its success.

McKenna and Beech (2014), have pointed out that recruitment processes incur significant costs, it is therefore important that an organization is keen on keeping the costs at a minimum. Job vacancy advertisement and selection process is a costly affair. Moreover, if a wrongly fit individual is selected it can lead to further cost addition; either through sub- standard performance on production or service delivery consequently leading to loss of business. So how can an organization increase its efficiency in hiring and retention and to ensure consistency and compliance in the recruitment and selection process? This can be done through the following:-

2.2.1.1 Job analysis in Recruitment

According to McKenna and Beech (2014, p.217) ‘job analysis are procedures designed to produce systematic information about jobs, including the nature of the work performed, the equipment used, the working conditions and the position of the job within the organization’. The outputs from job analysis are often used to generate a job description and a person specification. Fine and Getkate (2014) also point out that, through job analysis valid and reliable information gathered becomes essential in ensuring fairness and equality in the human resource management activities. Mckenna and Beech (2014) further explain that, job analysis is usually followed up by an elaborate predesigned step by step recruitment process which includes; job description, interviewers’ panel selection, the actual job advertisement, review of applicants and shortlisting, conduct interviews, selecting and hiring.

Despite the many benefits of job analysis it has been suggested that many organizations are neither interested nor skilled at job analysis (Furnham, 2008). This can be attributed to the fact that very few organizations evaluate candidates through testing their skills beforehand through for instance assessment test or even trial employment. In addition, regular training of current staff is not done to ensure that they stay aligned with their roles.

2.2.1.2 Job Alignment in Recruitment

The other important aspect of recruitment is job alignment. To be aligned simply means that one is in a correct or an appropriate position. Having an aligned workforce enhances

effectiveness and efficiency. It requires linking organizations with employees’ individual goal (Rampersad, 2009).Unfortunately this is does not happen easily. It takes extensive planning, practice and continuous communication.

A deeper look into job alignments reveals the different aspects of it influences performance in an organization. Starting with employee role alignment; as the first level of organization alignment it is very crucial as previously reiterated that the organization has it employees’ skill sets matched and placed with the right job responsibilities. This can only be possible if the organization has done its job analysis (McKenna & Beech 2014). Secondly, we have goal alignment whose success is dependent on management guidance as they work with the employees to set organization’s goals which are thereafter aligned through actions and results with individual goals. Clear communication of the strategic business objectives across the entire company enhances the process. Most important is that the organization has SMART goals that is, they should be Specific- this covers the what, when, and how in all tasks. They should be measurable – milestones are great measures of progress, they in addition motivate employees to work harder towards the next one. They should be attainable – not too high and no too low so as to keep the employee motivated. They should be relevant – it should focus on the greatest impact to the overall company strategy. They should be timely - timelines and deadlines are necessary to evaluate progress (Locke & Latham, 1990; Latham, 2003; Schneider & Barbera 2014). Thirdly, we have team alignment: once there is clarity in the individual roles and goals the next logical step is aligning the goals to team(s) objective. Im (2016), explains long term goals as strategies put forward by management to provide direction while short term goals focuses on immediate non-management staff issues as a means to achieve long term goal . Success of team alignment can be achieved through: frequent follow ups on individual outputs, and team objectives. Last but not least, we have organization alignment. Through the organization’s leadership the individuals in the various teams are able to link their goals to the organization’s goals (Rampersad & Hussain 2014). Organizations articulate this through their mission statement (summary of individual, team and organization goals) and vision (company’s direction). Quarterly follow ups on teams helps to ensure that the different units are working towards the same overall goal.

2.2.2 Strategic Human Resource Strategy and Organizational Performance

Strategic human resource management (SHRM) theory has often been used as the basic framework for the investigation of human resource strategy and organizational performance. Some have defined (SHRM) as the linking of HR with organization’s strategic goals to improve business performance and develop organizational culture that yields innovation, flexibility in turn builds a competitive advantage (Teena & Sanjay, 2014). This section looks into the key differences among the universalistic, contingency, and configurational perspectives revolving around SHRM (Gooderham et al., 2008). Universalistic perspective calls for “best practices,” which implies that some human resource practices are always better than others. Accordingly, firms that adopt these practices, see better performances (Armstrong, 2009). Within this school of thought, seven practices have been consistently identified as strategic HR practices: internal career opportunities; training systems; appraisals; profit-sharing plans; employment security; voice mechanisms, including formal grievances systems plus participation in decision making; and the degree to which jobs are tightly or narrowly defined. Despite its criticisms, many researchers have supported the universalistic predictions (Beh & Loo, 2013)

On the other hand, contingency perspectives entail that an organization needs to adopt specific HR policies and practices for different strategies (Bakshi et al., 2014; Bergeron, Raymond & Rivard, 2004; Wan-Jing & Huang, 2005). Thus, to be effective, an organization’s HR policies must be consistent with other aspects of the organization. By having appropriate HR policies and practices in place, organizations can elicit employee behaviors that are consistent with an organization’s strategy (Sparrow, Brewster, & Harris, (2005). For example, organizations can use HR practices to ensure that employees are motivated to behave in ways consistent with the business strategy. In relation to this, it is proven that the Japanese style of management places great emphasis on HR practices, because the Japanese strongly believe that employee-based HR practices can mold the productive workforce that firms need (Rose, 2002).

Finally, the configurational perspective in SHRM is concerned with how patterns of multiple, planned HR deployments and activities achieve the organization’s goals. An organization must develop an HR system that achieves both horizontal and vertical fit (Nigam et al., 2011). Horizontal fit refers to the internal consistency of the organization’s HR policies or practices, and vertical fit refers to the congruence of the HR system with other organizational characteristics, such as a firm’s strategy. According to Bahuguna, Kumari & Srivastava (2009) configuration approach is an extension of contingent approach that is associated with ideas of fit, synergy and integration. Considering in contingency approach the relationship between SHRM and performance is dependent upon the business strategy.

2.2.3 High Performance Work Systems (HPWS) and Organizational Performance 

HPWS came into prominence in the early 1990s (Applebaum & Batt, 1994), this was brought about by the need for firms to move away from the traditional organization of production and find alternative competitive advantage in order retain its market share. Theories linking HPWS to performance have included the resource based review (RBV). Barney’s (1991) resource-based view of organizations hypothesizes that a resource, to be a source of competitive advantage, must add value, be rare, inimitable, and non-substitutable.

HPWS are considered to be advanced HRM practices that aid organizations to achieve better results. Torre and Solari (2012), defined HPWS as a set of organizational practices, which if well designed and implemented results in a win-win situation for both the organization and its employees. They further explain that the key components of HPWS include, remuneration incentives, employee skill development through training, and employee empowerment through involvement in the decision making process (Applebaum, et. al (2000). The performance variables mentioned above are designed to increase employees’ level of commitment to the organization, consequently improve both employee and organization’s performance. Wilkinson, et al. (2014, p.83) simply summarizes the argument on HPWS is that, mutually reinforcing systems of practice deliver performance gains to organization exceed those that would result from sum of individual components.

A number of research has been carried out to show the effect of HPWS on performance (Becker & Huselid, 2006; Messersmith, Patel, & Lepak, 2011) organizations have differed in its implementation (Kaufman, 2010). Moreover, there has been the argument that HPWS focuses more on the management point of view but ignores the employees’ experience of it (Boselie, Dietz and Boon, 2005, p.73). As a result of this conclusion a number of scholars have advocated for the need of a balance perspective in HPWS research where by

management functionality also reflects the input of the employees (Guest 2002; Paauwe 2009; Boxall and Purcell 2008).

Apart from avoiding contradictory practices that may confuse and result in negative outcomes such as lower motivation and productivity, the set of complementary practices is argued to have a synergistic effect that is greater than the sum of effects from practices that are applied independently from each other (Becker and Huselid, 1998: 2006). Further, the criteria of rarity and inimitability are met because of the difficulty of implementing all practices at once that also is embedded in the firm’s goals, strategies, history and culture. This approach to the management of employees has been termed High Performance Work Systems (HPWS) especially in the United States, where evidence of its economic impact on the organization has been accumulating (Becker and Huselid, 1998:2006). While these gains are certainly impressive, Becker and Huselid (1998:2006) point out that because little empirical evidence is available about how HPWS affects organization’s financial performance, more proximal or intermediate-level variables should be incorporated in research in order to understand the linkage. One such intermediate level variable is employee performance and satisfaction and this study tried to address this shortcoming.

2.2.4 Workforce Diversity and Human Resource Policy

Byrd and Scott, (2014) define workforce diversity as appreciating a mix of ways leaders, business partners, employees’, customers amongst others are viewed as being similar or dissimilar to one another in a work environment. In addition, he points out that these is not just limited to gender, race, age, marital status but it can also extend to factors such as disability, cultural customs, occupational titles, professionalism, mannerism only to mention but a few.

Over the years, the workforce has changed dramatically in terms of age, ethnic and racial composition, family structure, and job expectations. As a result, such developments have had significant impacts on the nature and operations of organizations especially in the management of human capital. For example, performance management programs, recruitment and selection, training and development, management decision making, employee motivation and empowerment (Cox, 2001). According to Thomas (2006),

organizations have introduced strategic diversity management in form of policies and practices in order to achieve its diversity goals.

A continued aging population and a significant increase in young fresh-from-college employees in the banking sector have predicted shorter career terms especially for the younger generation. The young and professionals have the capacity to move between jobs to optimize their salary packages, seek more challenging work tasks, and the imperative for continual change in particular jobs, organizational directions or work structures (Beck, 2001). They could also seek alternative jobs due to over-stretching and unrealistic set targets, and skewed promotions not based on merit.

In today’s banking environment, employees appear to be less committed to their employers. An employer cannot guarantee the stability and longevity of corporate career paths or the security of employees’ jobs. The old contract of employee loyalty in exchange for job security and fair work has broken down (Overman, 1998). The trend these days seem to be geared towards having a ‘career portfolio’ (Handy, 1995). Employees today have realized that they have to take the initiative in job resiliency, developing the skills and flexibility needed to quickly respond to shifting employer requirements (Beck, 2001). Loyalty to one’s professional growth has replaced organization loyalty (Levine, 1995). Employees recognize that the traditional psychological contract that existed between employer and employee is now dissolved (Hays and Kearney, 2001).

The face of change unprecedented in the banking environment including; need for risk taking, longer working hours, and less leisure time has increased the risk of employees ’burnout’ and their values have shifted discernibly (Withers, 2001). High talent personnel see the greatest opportunity by moving from one company to another more so from one bank to another bank. Increasingly, the banks have to compete for the best talent. Consequently, this has a significant impact on HR policies geared towards recruitment and selection, training and development, performance management, retrenchment programs, transfers, employees’ behavior, dress code, work hours, and benefits.

2.3 Effect of Appraisal Policy on Employees’ Performance

2.3.1 Performance Management and Appraisals
According to McKenna and Beech, (2014, p263) performance management incorporates the review of past performance and the setting of objectives for the future. Performance appraisal on the other hand is a position to guide the employees’ for a better performance. Appraisal plays a big role in managing people. Many employees are often optimistic about their performance review rating especially considering that it influence’s salary increment and promotion. Unfortunately, fairness during an appraisal process is subject to employers’ review most of which can be subjective and not objective leading to a distortion of the results (Dessler, 2015).

Performance management in HRM ensures that employees understand their role in organizational goals while at the same time the organization supports employees’ engagement (Cannell, 2010). The main areas appraisal covers include: employees pay based on targets and deliverables, factors behind work performances of employees and position to guide the employees for a better performance. Key appraisal techniques include; written report on employee’s strength, weaknesses, threat and opportunity (SWOT analysis). There is also critical incidents technique – looks at appraisee’ behavior good or bad. Finally we have the graphic rating scale which lends itself to qualitative analysis and comparison of data (Dessler, 2015).

There are many appraisal tools that organizations can use. However, considering the case study focused on the banking sector. The research was limited to balance scorecard as it is predominantly used in sector.

2.3.1.1 The Balance Score Card (BSC)
According to Kaplan and Norton (1996), BSC is one of the methods used to demonstrate contribution of strategic HRM to organizational performance by aligning business activities to the vision and strategy of the organization. The balance score card was in the beginning used as a simple performance measurement framework but over time its use has grown to a full strategic planning and management system. Makhijani & Creelman (2011) for instance, argue that balance score card can also be used to create customer experience by identifying its employee’s competencies then matching the same with customers need consequently retaining satisfied clientele.

In brief, balance score card seeks to cover the stakeholder’s perspectives namely the investors, customers and employees. The investors are mainly interested in the financial performance of the organization: their return on investment in a timely and accurate manner. While customers want organization’s products or services that fulfills their needs. The human resources on the other hand are looking at its learning and growth perspective both as an individual and corporate. Continuous target review, skills audit and training among other factors translate to great work environment, better compensation, and progressive career development (Kaplan & Norton, 2001: Beardwell and Claydon, 2010).

More recently Pramudita, (2015) agrees that BSC is very helpful instruments which can be used to communicate organizational vision to the operational actions. Meaning employee are able to link their individual goals with organization’s goals thus improving their overall focus and performance.

2.3.1.2 Performance Appraisal and Employee Perception
Deb, (2009) states that performance appraisal and management is the essence of individual and organizational growth. Budworth and Mann, (2011) notes that many past studies reveal that for the most part appraisals in organizations are carried out in an aimless casual manner in organizations. Neck and Ghauri (2014) further explains that organizations have become accustomed to proving past success to the point that they may fail to introduce up to date measures in their practices to fully maximize its human resource.

Syed & Kramar (2012) explains that from employees’ perspective, performance management process needs to have a clear purpose in order for it to be accepted and that purpose also has to be legitimate and useful. Only then would a performance appraisal transform from being just an administrative tool a fully-fledged performance management system (Reinke, 2003). Increased participation by employees in the appraisal process, objective and fair assessment of their performance enhances employee’s perception in terms of accuracy of the appraisal; in turn leads to improved performance of employees and organization.

The ultimate purpose of a performance appraisal is to ensure employee improve continuously it’s therefore important that the right appraisal system is adopted in the organization. That way management benefits while simultaneously motivating employees.

2.3.2 Human resource (HR) Policy and Practice Measures
Dyer and Reeves (1995) reviewed much of the existing research on the relationship between HR practices and performance and proposed that measures of performance could be broken down into four categories. First, employee outcomes deal with the consequences of the practices on employees such as their attitudes and behavior, particularly behavior such as absenteeism and turnover. Organizational outcomes focus on more operational measures of performance such as productivity, quality and shrinkage, many or all of which would be precursors to profitability. Financial/accounting outcomes refer to the actual financial performance measures and include expenses, revenues and profitability. Finally, market- based outcomes reflect how the financial markets value an organization, particularly stock price or variations of it.

Rogers and Wright (1998) reviewed the empirical research on the HR performance relationship, surveying 29 studies reporting 80 `effect sizes’ (that is, reported statistical relationships between HR practice and performance measures), and noted two particularly relevant trends. First, although strategic HRM focuses largely on the link between HR and business strategy, the largest bulk of research had been conducted at the corporate level of analysis. A lesser amount of research has used the establishment level. Almost entirely ignored was research on the link between HR and performance at the business unit level of analysis.

Regarding the use of single respondent designs, Gerhart, Wright, and Mcmahan (2000a) provided evidence calling into question the reliability of measures of HR practices stemming from single respondents. They found single-rater reliabilities to be frighteningly low. These results were largely replicated by Wright, Gardner, Moynihan, Park, Gerhart, and Delery (2001). Together, these two articles suggested that the reliability of single raters may be close to zero.

Huselid and Becker (2000), in response to Gerhart et al., (2000a) article, suggested that in many cases single respondents (that is, senior HR executives) were the best placed, and perhaps the only ones qualified, to provide HR practice information across a number of jobs. This led to the debate regarding the most valid source of HR practice information. However, they also argued that the construct to be measured should be the HR practices actually implemented in the firm rather than HR policies that were not necessarily carried out. This led Gerhart et al., (2000b) to suggest that, if one seeks to assess the actual practices, then using employees as the source of HR practice data would be a more logical approach.

The timing of measurement in much of the research on the impact of HR practices on performance has precluded drawing firm, causal conclusions of this relationship. Very few studies have used simple, cross-sectional designs that present problems in drawing causal inferences. However, many of the studies accepted as being somewhat predictive are not true predictive designs. For instance, Ichniowski, Shaw, and Prennushi (1997) used monthly performance data from steel finishing lines over a three-year period. However, they measured HR practices by asking respondents after the three-year production period to recall which HR systems were in place at different points during the timeframe.

Similarly, Guthrie (2001) used performance data from 1996-97 but asked respondents during that time to report the practices that existed during 1995-96. Given the potential problems noted above with regard to the unreliability of single-rater responses, compounded with the memory requirements to report practices that existed from one to three years in the past, such retrospective designs are problematic for drawing causal conclusions.

Others while not using purely cross-sectional designs, gathered contemporaneous data. For instance, Delery and Doty (1996) gathered HR practice data during 1992 and used the year- end performance data. Because the year-end data includes performance from months prior to and concurrent with the HR practice measure, it is difficult to draw firm causal conclusions. Huselid (1995) gathered both contemporaneous and subsequent year performance data and reported only the subsequent year data in his study in order to provide more conservative effect size estimates.

Appelbaum et al., (2000) have recognized that discretionary behavior is one of the keys to understanding the links between HR practices and organizational performance: ‘plant managers who invest in the skills of front-line workers and include these workers in decision- making activities elicit discretionary effort by employees. This effort increases operating efficiency and competitive advantage’ (Applebaum et al., 2000:235). Discretionary effort was also central to MacDuffie’s analysis in the motor vehicle industry (1995).

In another attempt to evaluate the relationship between HRM and performance, researchers used a sample of 366 UK based companies and took a range of objective and subjective performance measures, together with cross-sectional and longitudinal data. Their results showed complexity of trying to prove causal links between HR practices and resulting organizational performance. When using objective measures of performance, increased use of HRM led to lower turnover and increased profits but no change in productivity. Whilst when using subjective measures of performance, increased use of HRM led to increased productivity and profits. The researchers were able to confirm association of HRM and performance but not its effect to higher performance (Sparrow, Brewster, & Harris, 2004).

As can be demonstrated by this detailed analysis of the designs, some of the seminal studies in the HR performance literature fail to provide predictive designs that allow the drawing of more confident causal inferences. Concurrent and retrospective designs are particularly weak for drawing causal conclusions because they may be subject to implicit performance theories, suggesting that knowledge of organizational performance can influence reports of HR practices. For instance, a study by Gardner and Wright (2003) presented executives and graduate students with fictitious descriptions of high and low-performing companies and found evidence that their reports of HR practices can be influenced by knowledge of the company’s past performance.

2.3.3 Employee Attitude and Organizational Performance

Shields et al., (2016, p13), defines attitude in relation to work as a conscious state of mind about self, work, and or the relationship between self and work. Attitudes may also involve strong value orientations and emotions. According to Ford & Hodgkinson, (2007) organization management is normally concerned with two aspects of employee attitude. These are job satisfaction and commitment. This is with the assumptions that dissatisfied employees would not be committed hence issues such as absenteeism, lateness, and high employee turnover. Following insights drawn from modeling the psychological contract

(Guest and Conway, 1997) and outcome effects when contracts are and from studies linking HR policies with consumer behavior (Peccei and Rosenthal, 2001), one can argue that employee attitudes, connected to job satisfaction and organizational commitment , influence the exercise of discretion by employees. It is this which is linked to business performance. One of the key ways to improving performance, therefore, is to improve the levels of job satisfaction and organizational commitment which encourages employees to exercise their discretion and act beyond contract. The exercise of this discretion may create a virtuous circle whereby there is an increase in job satisfaction and organizational commitment which further encourages employees to behave over and above the minimum required.

Secondly, and crucially, the exercise of employee discretion is affected by the way in which managers exercise their own discretion (Hutchinson, Kinnie, and Purcell, 2002). Even in the most standardized organization, managers have some discretion as to how they put HR practices into operation and employees are more likely to act beyond contract if managers behave in ways which stimulate and encourage this kind of behavior in their employees (Hutchinson et al., 2002). The employee’s discretionary behavior and manager’s discretionary behavior are crucially linked to business performance. For example, the manager who carries out performance appraisal interviews with their employees enthusiastically and thoroughly in a way over and above what is actually required is likely to encourage their employees to reciprocate with behavior which is similarly ‘beyond contract.’

Other studies on employee attitude revealed some researchers concluded that the culture of an organization had an effect on employee’s attitude and behaviors. Ferris, Arthur, Berkson, Kaplan, Harll-Cook and Frink (1998) argue that organization culture influences HRM systems which in turn affect employee attitudes and behavior consequently performance. Zerbe, Dobni and Harel, (1998) on the other hand were of the opposite opinion; stating that HRM system influences culture in turn employee attitude. Shields et al., (2016) simply states that practices first affect employee attitudes, this in turn influences behavior either positively or negatively.

This study seeks to explore more definitive causal inferences by (a) using multiple employees (managers and non-management staff) as the sources of HR practice measures, and (b) assessing HR- employee attitudes (motivation, commitment, satisfaction).

2.4 Effect of Compensation Policies on Employees’ Performance

2.4.1 Intrinsic and Extrinsic Rewards
In order to comprehensively tackle the issue of compensation in an organization, one needs to address the subject from a rewards perspective. According to Shields, et al. (2015), a reward is anything that an organization provides to its employees in exchange for work or service. A reward system in an organization seeks to motivate its employees to achieve and exceed its goals. It is important to note that rewards are not limited to monetary aspects such as salary and benefits. There are other forms of rewards such as recognition, training, development and or even promotion. A broader evaluation of it can be done through its two classifications these are intrinsic and extrinsic rewards.

A shield, et al. (2015), explains intrinsic rewards are considered to be self-initiated. It is the sense of satisfaction that one gets from a job. They often lead to one having a sense of pride, purpose, accomplishment and a sense of belonging. Organization can enhance an individual’s intrinsic rewards in a workplace by adding positively challenging tasks or increasing employee’s freedom. For instance through; introduction of flexible work hours, job enrichment and or job rotation. Extrinsic reward on the other hand comes from an outside source mainly management. Example of this form of reward is salary. Extrinsic is further divided into three types. They include financial, developmental and social rewards. Financial rewards refer to monetary rewards that come with a job like wages or indirectly through supportive benefits such as pension plans. Developmental rewards basically refer to rewards associated with personal growth for instance training. Social rewards on the other hand are non- financial rewards. They make the life and job of the employee look attractive. An example is employee’s status; which can be articulated through for instance title of their position.

In recent research Martin-Perez and Martin-Cruz (2015), links intrinsic and extrinsic rewards to employees’ commitment to an organization in relation to knowledge sharing. Their study’s findings concluded that rewards essentially provide an environment that enables the development of employees’ active commitment. Furthermore, when the two types of rewards were compared; intrinsic rewards were considered to be the stronger determinant of effective commitment. This is contrary to previous practice by organizations which relied more on extrinsic rewards. This was however attributed to the fact that organizations were in better position to influence extrinsic rewards over intrinsic.

Considering just how powerful the impact of intrinsic rewards is on employees, it is prudent then for organizations to look into ways and means of enhancing the same. This takes us back to the basic principle of intrinsic rewards which is ‘self-initiated’. How then does an organization influence or control something that is considerably personal? Stumpf, et al. (2016), have looked at this from the individual’s work perspective. The authors agree with shields, et al. (2015) in the fact that, work should be stimulating, important, empowering, at the same time it should provide for recognition and progression. To expound on this the authors deliberated on the concept of employee engagement. Definition of employee engagement can be looked at from two perspectives. First, from the organization’s point of view; this means providing the right work environment that enables employees to do their best. While employees’ perspective involves employees being in a positive mind set willing and ready to work to achieve organization’s goals. In their hypothesis Stumpf, et al. (2016), believe that intrinsic rewards dictates employee engagement results. They classified the engagement results to be either felt or behavioural. This classification was made out of the consideration that they affect different outcomes; felt engagement was associated with job satisfaction while behavioural engagement was associated with performance. For instance, their findings showed that when intrinsic rewards, job satisfaction (felt engagement) and leadership behavior was held constant, professionals were more likely to switch jobs in search for more challenging positions. Their study therefore concluded that organizations through its leaders (and HR practices) are able to influence the effect of intrinsic rewards.

According to Ledford, Gerhart & Fang (2013), a recurring thought in management studies is that extrinsic rewards diminish intrinsic motivation; the problem can be so bad to the extent of rendering any extrinsic incentives ineffective or counterproductive on employees’ performance. On a similar train of thought Shields, et al. (2015, p.13) ‘suggests the need for organizations to determine the respective roles of financial and non-financial rewards’. This, in turn, may require and audit of the organization to identify what non-financial rewards it provides to ascertain whether this alone may be sufficient to promote desired behavior.

The need to strike a balance between intrinsic and extrinsic rewards is ever present. When rewards are appropriately implemented they enhance employee’s performance rather than undermine the reward’s incentive. Like in any other management system; other important factors such as communication and feedback on tasks and incentives also plays a big part in enhancing employee performance.

2.4.2 Performance and Compensation
As mentioned above, a reward system goes beyond the basic exchange of money for service; it is also a reflection of an organization’s ethics and values. Its importance to an organization is best illuminated by outlining its purpose. Shields, et al. (2015) for instance, summarized the three main purposes of reward as one, to attract the right people for the right job. Secondly, retain the best people by recognizing and compensating them for their contribution. Thirdly, to motivate the employees to give their best in terms of performance. This goes to show that effectiveness of rewards in influencing employee performance is critical since it affects the achievements of organizational goals (Malik, Butt & Choi, 2013).

Talent attraction and acquisition remains a strategic function in HR’s input to the overall business strategy. In the process of talent acquisition; an organization’s competitiveness in the labour market is to a large extent influenced by its rewards system in place. For instance, the more the pay, the more likely an organization will attract highly skilled individuals. High remuneration packages in an organization however results in high cost of labour. On the flip side, highly skilled individuals tend to need little or no training and development. Thus, the organization is in the long run able to redistribute its cost and as such balance its total HR costs sheet. In context of benefits of intrinsic and extrinsic rewards, the use of financial rewards to attract talent today’s organizations is considered as ‘traditional’. This is attributed to increase in significance of non-financial rewards to employees. The shift from a predominantly extrinsic focused rewards system means that beyond salary benefits considerations today’s employees are also looking at the organization’s brand influence, job description, perceived experience of its current staff and expected job satisfaction among others factors. However, it’s important to note that what takes precedent when it comes to decision making is dependent on the individual’s priorities or needs at the time. These varying needs of individuals as well as organizations competition for HR particularly highly skilled individuals considered to be scarce has led to a concept known as total rewards.

Ultimately, an organization’s ability to present a well-balanced financial and non-financial package (s) (total rewards) for a position will determine its effectiveness to not only attract, but also retain and motivate its employees.

Employee retention as pointed above is another function of a reward system. Crucial in this area is the element of fairness or what other researchers would term as compensation satisfaction. One of the ways of measuring a fair reward system is by looking at salary dispersion. Salary dispersion is simply the difference in pay among employees in an organization with considerably similar set of skills and work. A fair reward system in regards to salary dispersion is one that has little to no variation of salary for employees that are on the same level. Within salary dispersion, organizations must also be fair when it comes to the issue of pay differences arising from methods used to determine other benefits for example bonuses and stock option. Another factor to consider when it comes to fairness and reward systems is having well established pay grades. This provides different range in which employees’ remuneration and or benefits fall under. It also provides a hierarchical order in terms of payments scale; which employees can anticipate to ascend to when they are promoted. Even with all these considerations employees’ performance can be further enhanced if employees recruited are qualified for their posts and they feel that their remuneration matches their input level to the organization. Moreover, when their skills are utilized and their growth and commitment are recognized.

While there is a general consensus for the need for pay transparency, there are other divergent views in a few studies. For instance, the findings of Scott, et al. (2015) revealed that, ‘older employees with higher pay preferred less pay transparency than younger and lower paid individuals.’

While also touching on employee retention, Group of author (2015) looked at job satisfaction. Job satisfaction is basically how much an individual likes or dislikes their job. Many scholars and organizations believe that there is a direct correlation between job satisfaction and compensation. In addition to this there was also the aspect of employees’ performance as well as the like hood someone was willing to continue working for and organization. In essence, the better the pay the higher the level of satisfaction. 

Closely linked to customer retention is keeping employees motivated. A general expectation when it comes to compensation and motivation is that; a well paid employee is an enthusiastic employee. Meaning that they are more inspired to perform. Kramer and Cook (2004) went a step further and linked incentives and hard work. The authors argued that organizations have to entice employees to perform by first finding out what motivations when provided encourage individuals to provide better results. Though they acknowledged monetary factors were not the only source of motivation, they insisted money was the most efficient motivational tool since it enabled the individual to access their other sources of motivation. To support this, they explained that even in instances of promotion employees are normally equally excited if not more to expected pay increments; this is in addition to added roles and responsibilities.

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 to examine the role of human resources in the organizational performance. Selected microfinance banks in Lagos State 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 the banks in Nigeria, the researcher conveniently selected 126 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 analysed using the frequency tables, which provided answers to the research questions. Chi- square statistic is used to test the hypothesis.
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

The 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

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 (120) questionnaires were administered to respondents of which 100 were returned. The analysis of this study is based on the number returned.

4.1
DATA PRESENTATION

Table 4.1: Demographic data of respondents

	Demographic information
	Frequency
	percent

	Gender

Male
	
	

	
	30
	60%

	Female
	20
	40%

	Religion
	
	

	Christian
	35
	70%

	Muslim
	15
	30%

	Age
	
	

	18-25
	00
	00%

	26-30
	8
	15%

	31-40
	14
	29%

	45 +
	28
	56%

	Family Economic Status
	
	

	Very High
	12
	24%

	High
	16
	32%

	Very Low
	10
	21%

	Low
	12
	23%


Source: Field Survey, 2021

ANSWERING RESEARCH QUESTIONS

Question 1: Is the human resources management policies effective in your organization ?

Table 4.2: Respondent on question 1

	Options
	Frequency
	Percentage

	Yes
	39
	78

	No
	00
	00

	Undecided
	11
	22

	Total
	50
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 39 respondents constituting 78% said yes. While the remain 11 respondents constituting 22% were undecided. There was no record for no.

Question 2: Has these policies influenced employees performance in organizations?

Table 4.3: Respondent on question 2

	Options
	Frequency
	Percentage

	Yes
	30
	60

	No
	9
	19

	Undecided
	11
	21

	Total
	50
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 30 respondents constituting 60% said yes. 9 respondents constituting 19% said no. While the remain 11 respondents constituting 21% were undecided.

Question 3: Does the size of the organization’s workforce justify the HR policies practiced in your organization?

Table 4.4: Respondent on question 3

	Options
	Frequency
	Percentage

	Yes
	28
	56

	No
	10
	21

	Undecided
	12
	23

	Total
	50
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 28 respondents constituting 56% said yes. 10 respondents constituting 21% said no. While the remain 12 respondents constituting 23% were undecided.

Question 4: Is the policy effectively monitored and enforced in your organization?

Table 4.5: Respondent on question 4

	Options
	Frequency
	Percentage

	Yes 
	31
	61

	No 
	8
	17

	Undecided
	11
	22

	Total
	50
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 31 respondents constituting 61% said yes. 8 respondents constituting 17% said no. While the remain 11 respondents constituting 22% were undecided.

Question 5: Has competent and skilled workforce been generated through the HR statement entrenched?

Table 4.6: Respondent on question 5

	Options
	Frequency
	Percentage

	Yes
	30
	60

	No
	10
	20

	Undecided
	10
	20

	Total
	50
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 60 respondents constituting 60% said yes. 20 respondents constituting 20% said no. While the remain 20 respondents constituting 20% were undecided.

Question 6: Does it promote peaceful employment relation in the world of work? ?

Table 4.2: Respondent on question 6

	Options
	Frequency
	Percentage

	Yes
	39
	78

	No
	00
	00

	Undecided
	11
	22

	Total
	50
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 39 respondents constituting 78% said yes. While the remain 11 respondents constituting 22% were undecided. There was no record for no.

Question 7: Has goals been achieved through this formal statement?

Table 4.3: Respondent on question 7

	Options
	Frequency
	Percentage

	Yes
	30
	60

	No
	9
	19

	Undecided
	11
	21

	Total
	50
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 30 respondents constituting 60% said yes. 9 respondents constituting 19% said no. While the remain 11 respondents constituting 21% were undecided.

Question 8: will the HR policy impact a manager’s ability to act when reviewing performance, awarding promotions, approving leave, hiring or terminating?

Table 4.4: Respondent on question 8

	Options
	Frequency
	Percentage

	Yes
	28
	56

	No
	10
	21

	Undecided
	12
	23

	Total
	50
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 28 respondents constituting 56% said yes. 10 respondents constituting 21% said no. While the remain 12 respondents constituting 23% were undecided.

Question 9: does it support the development of the organization’s desired work culture?

Table 4.5: Respondent on question 9

	Options
	Frequency
	Percentage

	Yes 
	31
	61

	No 
	8
	17

	Undecided
	11
	22

	Total
	50
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 31 respondents constituting 61% said yes. 8 respondents constituting 17% said no. While the remain 11 respondents constituting 22% were undecided.

Question 10: Is the human resources management policies effective in your organization?

Table 4.6: Respondent on question 10

	Options
	Frequency
	Percentage

	Yes
	30
	60

	No
	10
	20

	Undecided
	10
	20

	Total
	50
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 30 respondents constituting 60% said yes. 10 respondents constituting 20% said no. While the remain 10 respondents constituting 20% were undecided.

TEST OF HYPOTHESIS

Hypothesis One: There is no significant relationship between recruitment and selection and profitability of selected microfinance banks in Lagos State.

Table 4.2.2: Chi-Square test showing relationship between recruitment and selection and profitability of selected microfinance banks in Lagos State

	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	19.284a
	1
	.000

	Continuity Correctionb
	17.931
	1
	.000

	Likelihood Ratio
	19.894
	1
	.000

	Fisher's Exact Test
	
	
	

	Linear-by-Linear Association
	19.178
	1
	.000

	N of Valid Cases
	50 
	
	


DECISION RULE: 

X2 = 19.284, df (c-1, r-1) = 1, n = 50, p = .000 at 0.05 level of significance. 

The relationship between recruitment and selection and profitability of selected microfinance banks in Lagos State was investigated using Chi-Square Test. The result from this investigation proved that there is a significant relationship between recruitment and selection and profitability of selected microfinance banks in Lagos State. Which implies that Human resources have a significant impact on performance.
Hypothesis Two: There is no significant relationship between training and development and market share of selected microfinance banks in Lagos State.

Table 4 Chi-Square test result showing relationship between training and development and market share of selected microfinance banks in Lagos State

	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	94.550a
	1
	.000

	Continuity Correctionb
	91.525
	1
	.000

	Likelihood Ratio
	119.828
	1
	.000

	Fisher's Exact Test
	
	
	

	Linear-by-Linear Association
	94.033
	1
	.000

	N of Valid Cases
	50
	
	


DECISION RULE: 

X2 = 94.550, df (c-1, r-1) = 1, n = 50, p = .000 at 0.05 level of significance. 

The relationship between training and development and market share of selected microfinance banks in Lagos State was investigated using Chi-Square Test. The result from this investigation proved that there is a significant relationship between training and development and market share of selected microfinance banks in Lagos State.

Hypothesis three: There is no significant relationship between compensation structure and customer satisfaction in selected microfinance banks in Lagos State.

Table 4.2.2: Chi-Square test showing relationship between compensation structure and customer satisfaction in selected microfinance banks in Lagos State
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	19.284a
	1
	.000

	Continuity Correctionb
	17.931
	1
	.000

	Likelihood Ratio
	19.894
	1
	.000

	Fisher's Exact Test
	
	
	

	Linear-by-Linear Association
	19.178
	1
	.000

	N of Valid Cases
	50 
	
	


DECISION RULE: 

X2 = 19.284, df (c-1, r-1) = 1, n = 50, p = .000 at 0.05 level of significance. 

The relationship between compensation structure and customer satisfaction in selected microfinance banks in Lagos State was investigated using Chi-Square Test. The result from this investigation proved that there is a significant relationship between compensation structure and customer satisfaction in selected microfinance banks in Lagos State.
Hypothesis four: There is no significant relationship between performance appraisal and employee performance in selected microfinance banks in Lagos State.

Table 4 Chi-Square test result showing relationship between performance appraisal and employee performance in selected microfinance banks in Lagos State

	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	94.550a
	1
	.000

	Continuity Correctionb
	91.525
	1
	.000

	Likelihood Ratio
	119.828
	1
	.000

	Fisher's Exact Test
	
	
	

	Linear-by-Linear Association
	94.033
	1
	.000

	N of Valid Cases
	50
	
	


DECISION RULE: 

X2 = 94.550, df (c-1, r-1) = 1, n = 50, p = .000 at 0.05 level of significance. 

The relationship between performance appraisal and employee performance in selected microfinance banks in Lagos State was investigated using Chi-Square Test. The result from this investigation proved that there is a significant relationship between performance appraisal and employee performance in selected microfinance banks in Lagos State.

CHAPTER FIVE

CONCLUSION AND RECOMMENDATION

5.1
CONCLUSION

In this study, our focus was to carryout a critical analysis on the impact of human resources policies on employees performance. The study specifically was aimed at examining the impact of Human Resources on organizational performance, with special reference to selected microfinance banks in Lagos State. 

The study adopted the survey research design and randomly enrolled participants in the study. A sample of 80 respondents was selected from selected microfinance banks in Lagos State. using the simple and stratified sampling techniques.

Moreso, there was a response rate of (62.5%) as against the non-respondents of (37.5%). Thus,(50) respondents were used for data analysis and interpretations.

The research instrument used was the questionnaire, frequency distribution; percentage and chi-square were methods of data analysis used for the study.

It is however shown from the study that : Human Resource Management policies has a significant impact on workers performance. Also that employment relationship is positively related with Human Resources Policies.
5.2
RECOMMENDATION

Based on the findings, the study recommends that details of the recruitment policy should not be a preserve of the HRM department or a few of employees. New recruits should be well educated on the same and follow up done to ensure supervisors and or managers implement the right procedures to the last detail when inducting individuals in new roles. This would enable fast role adjustment and encourage great performance that will result in career progression.

The study also recommends that appraisal policy should be highly objective and performance fairly graded. The organization should go a step further to have preset repercussions for appraiser’s found and proved not to be fair in their assessments. Pre-established expectations would ensure employees get unbiased results that can be trusted. Consequently, encourage personal growth and a learning organization culture. 

In regards to compensation policy, the study recommends that the policy should ensure that considered “talented” employees are not recruited at the expense of current employees. This can done by HR setting organization’s pay limits for a position. In addition, organizations should ensure there is a narrow salary dispersion in the various levels of the organization. Fairness across board tends to build a sense of trust which subsequently inspires employees to work hard and perform well.
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QUESTIONNAIRE

SECTION A

Age……………………………………………………………………

Gender……………………………………………………………..

Department………………………………………………………..

Year in service………………………………………………………

Section B

Question 1: Is the human resources management policies effective in your organization ?

	Options
	PLEASE TICK

	Yes
	

	No
	

	Undecided
	


Question 2: Has these policies influenced employees performance in organizations?

	Options
	PLEASE TICK

	Yes
	

	No
	

	Undecided
	


Question 3: Does the size of the organization’s workforce justify the HR policies practiced in your organization?

	Options
	PLEASE TICK

	Yes
	

	No
	

	Undecided
	


Question 4: Is the policy effectively monitored and enforced in your organization?

	Options
	PLEASE TICK

	Yes 
	

	No 
	

	Undecided
	


Question 5: Has competent and skilled workforce been generated through the HR statement entrenched?

	Options
	PLEASE TICK

	Yes
	

	No
	

	Undecided
	


Question 6: Does it promote peaceful employment relation in the world of work? ?

	Options
	PLEASE TICK

	Yes
	

	No
	

	Undecided
	


Question 7: Has goals been achieved through this formal statement?

	Options
	PLEASE TICK

	Yes
	

	No
	

	Undecided
	


Question 8: will the HR policy impact a manager’s ability to act when reviewing performance, awarding promotions, approving leave, hiring or terminating?

	Options
	PLEASE TICK

	Yes
	

	No
	

	Undecided
	


Question 9: does it support the development of the organization’s desired work culture?

	Options
	PLEASE TICK

	Yes 
	

	No 
	

	Undecided
	


Question 10: Is the human resources management policies effective in your organization?

	Options
	PLEASE TICK

	Yes
	

	No
	

	Undecided
	


