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Abstract
The objective of all organizations is to improve their performance, Human Resource Management (HRM) has been trendy over the past
years, and it's currently a standard for almost all larger organization and smaller ones. HRM could be an instrument for competitive
advantage and can influence the organisational results and performance in a positive direction. The competitive business world,
sustainable competitive advantage is the basic factor for reaching organizational strategies. On the present day, firm’s success broadly
depends on the capabilities of its employees. Organization may have capital and technology, but it is the HRM that will help organisation
face the challenges of globalization of business. HRM practices have an effect on the employee’s attitudes and behavior
toward organisational performance, like productivity, quality and innovation that successively have a positive effect
on organisational performance.
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Introduction
The success and continuity of any organization is hinged on the
active Human Resource Management, to ensure that the
employee irrespective of cadre actively participate
towards organisational goals. Every organization has its own
vision, mission, goals and objectives, and all these goals and
objectives are achieved through the effective utilization of the
most important resources (Human Resources). Human resources
are considered as valuable assets of the organization. Their
happiness and satisfaction is very important for the success of any
organization. The value of any organisation at any economy is its
employee. Human resource is the most valuable and important
resource in any organization. To succeed, a business needs to be
committed staffs to meet its aims and goals in determined tenures.
Staff should be trained and motivated in an organisation to their
needs and wants for the management to achieve their potential. It
is the responsibility of the human resource department to ensure
that recruits are given to correct staffs, and that staff get
appropriate training to ensure that the business meets its aim.
Human resource management is of key importance in almost all
organizations. Human resource management has the opportunity
to enable organizations to survive, grow, be competitive and
profitable (Werner, 2014) [36]. According to Ahmed and
Schroeder (2003), human resources are considered the most
valuable and important assets of an organization, but very few
organizations are able to fully understand its potentials. Today’s
organizations are highly susceptible to rapid change due to
globalization, which has made it mandatory for people to acquire
new skills, knowledge, and ideas in order for them to remain
relevance in the scheme of things in world. It is fundamental that
no system can cope with the magnitude of its responsibility
without making adequate outlet for its staff development. The
importance of manpower can never be over emphasized, even

where the standard of recruitment is maintained; there is no way
that selected ones would be suitable for the jobs all years, without
new skills acquisitions. Therefore, training and development are
aspects of human resources management that help to develop
skills, introduce new challenges and boost the morale of the staff
(Cascio, 2006; and Armstrong, 2006) [9, 3].
It is obvious that no organization can develop without lying
downs a solid foundation to manage their staff. Human resource
(HR) means having the right number of people possessing the
right skills at the right time doing the right thing to ensure that
goals of an organization are achieved. Organization development
is concerned with promoting the well-being of employee that had
been drawn from the pool of people from various aspects of life
to bring desired success through the accomplishment of corporate
goals and objectives.
Organization that lacks genuine human resource planning will not
be able to survive for long, meet the expected performance, with
globalization as a force steering various changes in the world’s
organizations, this degree of changes that are occurring globally
has made effective human resource management a crucial aspect
of organisational development. Without effective human
resource's management, skills, and knowledge gained by
employee can easily become obsolete and outdated. Hence, the
human resources management practices such as training,
development, performance appraisal, promotion and other
become paramount for any organization in this era for adaptation
and blending with the modern pattern of doing things. Human
resource (HR) means having the right number of people
possessing the right skills at the right time doing the right thing
to ensure that goals of an organization are achieved. But today
most HRM practices end up in getting wrong people with wrong
skills at the wrong time doing the wrong thing as a result of poor
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practices; recruitment based on background, lack of promotion
and recruitment on contract basis.
2. Concept of Human Resource Management
Human resource management is the function within which an
organization focuses on recruitment of employees and providing
direction for the people who work in an organization. Human
Resource management can also be performed by line manager.
Human resource management is the organisational function that
deals with issues related to employee working in
an organisaton this includes compensation, hiring, performance
management, organization development, safety, wellness,
benefits, employee motivation, communication, administration
and training (Susan 2012). Human resource management is also
a strategic and comprehensive approach in managing people, and
the work place, culture, and environment. Human resource
management enables employees to contribute effectively and
efficiently to the overall objective of the company, and the
accomplishment of the organization’s goals and objectives
(Susan 2012).
A company is able to better manage its intellectual capital and
improve organisational performance by properly implementing
human resources Management System (HRMS) (Khalid,
Salim, Loke & Khalid, 2011) [18]. The advent of “knowledge intensive era” has turned human resources into a company’s most
important
core
resource,
and
an
appropriately
implemented HRMS helps an organization develop internal
human resources, build competitiveness intellectual capital, and
eventually buster it’s operating performance and enterprise value
(Moorhouse & Cunningham, 2010) [23]. Competitive advantage
for the organization lies not just in differentiating a product or
service or in becoming the low cost leader but is also being able
to tap the company’s special skills or core competencies and
rapidly respond to customer’s needs and competitor’s moves
(Kaiser, 2011) [17]. Human resources management can play a role
in identifying and analyzing external opportunities and threats
that may be crucial to the company’s success.
The activities range from attracting high quality employees,
placing them in appropriate position, training them to work in the
firm’s specific way, and motivating them to devote more, if
enough attentions are not being paid to coordination of human
resources, the organisational effectiveness is likely to be
decreased (Jost, Nosek & Gosling, 2009) [16]. A fantabulous
employee might find it quite difficult to achieve high
performance
without
good
training
compatible
with organisational goals, and the work itself. Similarly, a lack of
motivation for well-trained employees may be linked with the
performing below their potentials. It logically follows that
adoption of effective technical HRM activities is a key to
implementing a set of internally consistent human resources
practices (Preuss, Haunschild & Matten, 2009) [30]. In other
words, effective technical human resource activities are
necessary for accomplishing the partial goal of HRM.
2.1 Recruitment and Selection in organization
Qureshi and Ramay (2006), noted that HR practices are positively
correlated with employee’s performance whereas selection and
training have more effecting on performance than other practices.
Chand & Katou (2007) demonstrated that recruitment and

selection, strongly correlate with profitability and suggests that
management of an organization must focus on these HRM
practices (recruitment and selection) resulting in an
improved organisational profit. According to Bratton and Gold
(2007) [7], recruitment is ‘the process of generating a pool of
capable people to apply to an organization for employment and
selection, is the process by which managers use certain approach
to select from a pool of applicants the person(s) most likely to
succeed in the job(s), given management goals and legal
requirements. Companies use good selectivity in the hiring
process to ensure that they get the right skilled and qualified
people for the right job (Pfeffer, 1994; Huselid, Jackson &
Schuler, 2007) [29, 14]. Budd and Bhave (2010) maintained that the
recruitment exercises remain the power of the management in any
organization to ensure proper starting of employee in their firms.
Recruitment remains one of the ways to get things right in the
firm by ensuring that the most competent and qualified applicant
gets the job.
2.2 Training and Development in Human Resources
Training and development are the formal activities undertaken by
an organization to help employees acquire the skills and
experience needed to perform current or future jobs (Mondyet al,
(2005). In general, training and development activities are
designed to help employees continue to make positive
contributions in the form of good performance by obtaining new
knowledge, skills, and abilities (Ivancevich, 2001; Berge et al.,
2002). Mookherjee (2010) [22] expressed that on-the-job training
is one of the commonly used type of training.
Also, Mookherjee (2010) [22] expressed further that off-the-jobtraining is a type of training that can be given in a number of
ways. Off-the-job-training consist the development of employee
away from the field of the job through lectures, conferences,
group discussion, case studies, and programmers instructions,
etc. This method is normally used by government and
public organisation. According to Ojo (2009) [24] training is the
act of increasing the knowledge and skill of an employee for
doing a particular job, irrespective of the years spent so far in the
service or the qualification attainment of the workers, the trends
in the services will always protrude towards development in the
societies and changes in tastes of customers, which organization
must promptly responded to by training their employees with the
latest techniques, tools, and approaches. Peretomode (2001) [28]
pointed out that training is a planned organisational effort or
activities concerned with helping an employee acquire specific
and immediately usable skills, knowledge, concepts, attitudes,
and behavior to enable him/her perform effectively and
efficiently on his present job.
2.3 Participation and Involvement in Human Resources
Companies intending to gain a sustained competitive advantage
should help their employees participate actively including aspect
like decision-making processes and involve them in the day-today problems solving in organization. Putting in place program
with the involvement of employee give them the employees with
opportunities to reflect their attitudes, and work experiences, as
well as their hopes for the future (Bratton and Gold, 2007) [7].
Grant (2008) states that high-involvement practices may
influence organisational performance and that employees’
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involvement in problem-solving and self-directed teams may
increase autonomy and satisfaction.
2.4 Performances Appraisal in Human Resources
The measurement of employees’ performance allows the
company to provide compensation fairly to the deserving
individuals according to certain predetermined criteria like
employee competency, teamwork ability, initiative, soft skills
and ethics (Lillian, Mathooko and Sitati, 2012) [19]. Performance
appraisal is a process used to identify measure, evaluate, improve,
encourage and reward employees for their performance
(Mondyet al, 2005). Specifically, performance appraisal is a
formal system used by an organization to periodically review, and
evaluate employees’ performance. In other words, performance
appraisal is the process of evaluating how well employees
perform their tasks compared with a set of standards or
organization’s expectations. Internal communication boosts
productivity by streamlining employees’ roles and duties in
organizations (Benner and Tushman, 2003). Employee
commitment and productivity can be improved with performance
appraisal system. Brown et al. (2005) states that performance
appraisal is enhanced by complementary human resource
management practices like formal training and incentive pay and
performance appraisal leads to greater influence of employees’
productivity.
2.5 Compensations and Benefits in Human Resources
Bratton and Gold (2007: 358) [7] state that reward refers to ‘all the
monetary, non-monetary and psychological payments that an
organization provides for its employees for the work they
perform either as teamwork, units, department or individual’.
Motivating employees through a good reward system constitutes
a difficult and challenging task for general managers as it can
positively affect employees’ behavior toward their jobs and
increase their commitment and thus their performance. Madsen,
Miller and John (2010) [20] states that reward strategies are an
important part of an organization’s human resources strategy and
should be bundled with other human resources strategies so that
they complement and reinforce one another. Golden and Veiga
(2008) and Huselid et al. (2007) [14] respective found in their
studies that motivation through a good reward system can lead to
an increase in employees’ productivity as well as improving their
commitment towards organisational goals.
3. 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) [25] opined that staff would do a better
job when they receive adequate development and
encouragement. Gberevbie (2010) [12] asserted that employee
training and development are at the heart of employee utilization,
productivity, commitment, motivation and growth. Training is
an organisational 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 organisational (Gberevbie, 2010) [12].
Saffold (2009) [33] 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)
[10]
. The advantages of human resource to origination of
performance as identified by Choo and Bowley (2007) [10] are:
 Create positive behavior and attitude to work among the
employees, this in-turn increases organisational 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) [2].
Human resource development remains a vital strategy for the
improvement of employees to attain organisational 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) [31, 32]. 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.
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Rodrigues and Chincholkar (2010) [32] 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 organisational requirements for improved productivity in the
workplace. In the same vein, Bakare (2009) [4] 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) [23]. Emphasizing
the importance of human resources development on employees’
improved performance; Riordan el at (2008) [31], 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) [27], 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 organisation for improved performance.
4. Challenges Facing Organizations on Human Resource
Management
Winning the fierce competition businesses is rather easier
through organisational 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) [37] 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) [26]. Uche (2009) [35]
argued that many business organizations lack right people and
adequate talent to take up the leadership positions, according
to Uche (2009) [35] filling the leadership post with inexperience
candidate is the genesis for the poor human resources
development noticeable in many organizations.
Uche (2009) [35] 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 organisational 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.

5. The Relationship between Human Resource Management
and organisational Performance
Acquaah indicated that HRM practices advance organisational
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, p. 118-151) [1]. 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) [15]. 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. 502517) [5]. In the increasing a competitive world, human resource
departments
are
expected
to
contribute
to organisational 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.
6. Strategic Importance of Human Resource Management to
Businesses
Whatever the size of your organization, the importance of human
resource management (HRM) to your organisation cannot be
overstated. Without good HRM, the business would battle to
remain competitive. The following are essential of HRM to
the organisation.
Employee management: HRM deals with a crucial asset of
the organisation — its employees — and covers a wide range of
15
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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 maximising profitability with the need to offer
competitive remuneration to attract and retain talented
employees. HRM is therefore, essential to organisational success
given its key role in employee management, internal
communication, compliance with labour regulations, and
management of manpower costs.
7. Conclusion
An organization can only be as good as the performance of
organization employees because employees’ performance is the
most important determinant of organisational achievement.
Improving individual performance will also increase the
productivity of the organization. The way to achieve that is
through the provision of good working environment and building
the system that aims to continuously improve performance. The
purpose of HRM is to provide eligible employees for
organization to increase organisational performance and
effectiveness.
The HRM activities purposeful for recruiting people into
an organisation and to ensure retention and long-term
employment, and increase organisational performance through
motivation, HRM practices are able to increase organisational
effectiveness by ensuring profitable experiences for employees.
For instant when people employ into an organization, well
orientation programs help them to learn about the organization
and its values to increase organisational performance. Human
resource management (HRM) is a key function for an effective
and efficient organization. This article’s is to examine the impact
of human resource management system on organisational
performance. Companies, which want to be the most competitive
against their competitors in the area of market, have to

use HRM as a tool that enhance their organisational
performances, and makes them leaders of the market.
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