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ABSTRACT
The impact of Human Resource Management in an organization dominates the real sector and plays vital roles in the organizational development of countries around the world. This study assess the importance of human resources on the actualization of the corporate goals and objectives of a firm.  Data for the study were obtained from one twenty (120) respondents with the aid of well-structured questionnaires. The questionnaires contained both closed and open-ended questions on demographic data. The data collected were analyzed using frequency tables, percentages, and simple tabulation methods. Regression analysis and Z-test were used to test the hypotheses of the study. The results obtained from the analysis developed in this study shows that HRM and performance have been trying to prove the vital causal link between good HRM policies and organizational performance and argue that firms should adopt well-fitted (and bundled) HR policies in order to increase their competitiveness. The study recommended that the government should formulate monetary and regulatory policies that will favor entrepreneurial operations in Kwara State. The government should also endeavor to provide adequate infrastructural facilities, offer training to entrepreneurs, and ensure a strong educational background for potential entrepreneurs to promote successful business ventures.
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CHAPTER ONE
INTRODUCTION
1.1	BACKGROUND TO THE STUDY
	Among human resource practitioners, the term “strategic human resource management” is used generally to signal the view that human resource management (HRM) practices should enhance firm performance not least in financial terms (Schuler and Jackson, 2005).
Organizations are seeking to create much competition between them, taking more market, more customers, more sales, etc. Rapid changes stemming from globalization, advancement of information systems and other factors have caused higher competition. Many organizations are driven by the market to set their goals in their performance. Some of the goals are: cost reduction, achieving sales levels, increasing the number of customers, increasing the market percentage, improving productivity and quality, innovative products. The realization of these goals will be achieved through the human resources management in organizations. Workforce, as the key to success, will enable the achievement of organizational performance.
In today’s competitive and rapidly changing business world, organizations especially in the service industry need to ensure maximum utilization of their resources to their own advantage; a necessity for organizational survival (Abosede, Eze & Sowunmi, 2018) Studies have shown that organizations can create and sustain competitive position through management of non-substitutable, rare, valuable, and inimitable internal resources (Barney, 1991). HRM has transcended from policies that gather dust to practices that produce results. Human resource management practices has the ability to create organizations that are more intelligent, flexible and competent than their rivals through the application of policies and practices that concentrate on recruiting, selecting, training skilled employees and directing their best efforts to cooperate within the resource bundle of the organization (El-Ghalayini, 2017). 
HRM has now gained significance academically and business wise and can therefore not be relegated to the background or left in the hands of nonexperts. Attention must be paid to the human resources organizations spent considerable time and resources to select. Achieving better corporate performance requires successful, effective and efficient exploit of organization resources and competencies in order to create and sustain competitive position locally and globally. HRM policies on selection, training and development, performance appraisal, compensation, promotion, incentives, work design, participation, involvement, communication, employment security, etc must be formulated and implemented by HRM specialist with the help of line managers to achieve the following outcomes: competence, cooperation with management, cooperation among employees, motivation, commitment, satisfaction, retention, presence, etc. 
(Ezejiofor, John-Akamelu&Iyidiobi, 2017) In fact, Ahmad and Schroeder (2003) found a positive influence of human resource management practices (information sharing, extensive training, selective hiring, compensation and incentives, status differences, employment security, and decentralization and use of teams) on organizational performance as operational performance (quality, cost reduction, flexibility, deliverability and commitment). In furtherance of this assertion, Sang (2005) also found a positive influence of human resource management practices (namely, human resource planning, staffing, incentives, appraisal, training, team work, employee participation, status difference, employment security) on organization performance. For businesses to survive, HRM should be given its rightful place.
	Human resource management was previously known as personnel management which was concerned with the activities of a single department. It was typically concerned with the administration of human. However, the greatest opportunity to improve economic performance is within the improvement of the effectiveness of people and their work. Therefore, human resources management can be defined as the effective management of human resources. This means that managing people is an essential activity in that it’s basic management responsibility in every organization. It also means that it involves planning, directing and controlling beings in employment It is also an act that is required and must be performed in both governmental and private organizations. Human resources management is also essential under any economic system that is, under capital as well as socialist system. It is also an essential function in small and large business. Finally, it is a continuous and inevitable process.
	Human resource is a term with which many organizations describes the Combination of traditionally administrative personnel functions with growth management, employee relations and resource planning. It can be view in more comprehensive manner. Human resource management may be viewed as administrative activities that are associated with planning, recruitment, selection, orientation, training, appraisal motivation and remuneration (Storey, 1992)
	Human resource management therefore, entails the means through which an organization sustains, motivates and even discipline of human resources to enhance the maintenance of human resources, human relationship and the physical well-being of employees and above all, for the achievement of organizational, it is the job of the personnel department in an organization to offer measures aiming at enhancing the effective management of human resources in order to boost its overall performance.
1.2	STATEMENT OF THE PROBLEMS
	This study is based on the impact of human resources management on the overall performance of a firm in an organization, a case study of Tuyil Pharmaceutical Limited, Ilorin, Kwara State. What justifies the continued existence of an organization is the achievement of its set goals and objectives. A typical organization has within its capacity several resources, which it can harness, towards achieving the goals. 
	Impact of human resource management practices on organizational performance has been a broadly researched area. Numerous studies, from developed countries to developing countries have shown that human resource practices have significant impact on organizational performance. The current study assessed the impact of human resource management through four dimensions; recruitment & selection, training & development, compensation management and performance appraisal on the organizational performance.
Basically, these resources: the human money, material and machinery resources of all these resources however, the effect of human resources on the overall performance of an organization cannot be over-emphasized. No matter how self sufficient or how good the management of an organization feels over its set goats and its achievement so far, it should realize that without human resources, the organization could not really perform neither can its set goals be achieved. We can only begin to understand the considerable complexities when we recognize (Human resources) operations. When we recognize that unlike machines, raw materials or other input to production, labour (human resources) is not a commodity that labour market is composed of millions of human beings whose well-being is of great importance. Management should therefore observe the human resources in a different perspective, realizing its priority over other resources. Many firms today are yet to realize this fact, and subsequent effect over this ignorance is detrimental to the organizational performance.
1.3	RESEARCH QUESTIONS
The following are the research questions:
1.	What are the importance of human resources on the actualization of the corporate goals and objectives of a firm?
2.	Does human resources management have impact on general 	performance of 	Tuyil Pharmaceutical Limited, Ilorin, Kwara State?
3.	Is there any relationship between human resources 	management and performance of a firm?

1.4	OBJECTIVE OF THE STUDY 
	The following objectives are:
i. 	To identity the importance of human resources on the 	actualization of the corporate goals and objectives of a firm.
ii. 	To examine the impacts of human resources management on 	the general performance of Tuyil Pharmaceutical Limited, Ilorin, Kwara State.
iii.	To determine the relationship between Human Resource 	Management (HRM) practices and Performance of a firm.
1.5	RESEARCH HYPOTHESIES
Ho1:	There is no significant importance of human resources on the 	actualization of goals and objectives of a firm
Ho2:	Human resources management does not have any impact on 	general performance of Tuyil Pharmaceutical Limited, Ilorin, Kwara State
Ho3:	There is no significant relationship between human resources 	management and performance of a firm
1.6	SIGNIFICANCE OF THE STUDY 
	This project work would disclose the secret behind the survival, growth and development of any existing and the effectiveness of the human resources management department in any organization. The various functions carried out by the personnel management are staffing processes, compensation welfare and the process or method through which all of staff and subsequently on the profit. 
	The conclusive part of this study will enable the reader(s) to identify the necessity of human resources management in an organization, their problem and proffer solution to bring at a mere harmonious work relation in an organizational setup.
	This study will serve as reference purpose for future researcher who wants to use this topic as research work.
1.7	SCOPE OF THE STUDY 
	The scope of this study covers the impact of human resources management on the performance of a firm, which we used a case study of Tuyil Pharmaceutical Limited, Ilorin, Kwara State.
1.8	DEFINITION OF TERMS
	For the purpose of wider understanding, the following terms are operationally defined:
Human Resources:	The department of an organization dealing with management and training of employees.
Profitability: This refers to money made in an enterprise or transaction; a gain or business which bring profit.
Management:	This refers to people who are manage a business or one who is in charge or control or supervisor.
Customer Satisfaction: Customer satisfaction is a marketing term that measures how products or services supplied by a company meet or surpass a customer’s expectation (Kotler, 2008).
Employee Selection:  Employee Selection is the process of putting right men on right job. It is a procedure of matching organizational requirements with the skills and qualifications of people (Babine, 2014).
Employee Effectiveness: Employee effectiveness means a situation when a worker produces a desired outcome in the best possible way  (Terrier, 2013).
Employment Performance: Employee Performance Management is about aligning the organisational objectives with the employees’ agreed measures, skills, competency requirements, development plans and the delivery of results (Nicolson, 2016).
Employment Performance: Employee Performance Management is about aligning the organisational objectives with the employees’ agreed measures, skills, competency requirements, development plans and the delivery of results (Nicolson, 2016).
Human Resource Planning: Human resource planning is a process that identifies current and future human resources needs for an organization to achieve its goals (Lair, 2015).
Organizational Effectiveness: Organizational effectiveness is the concept of how effective an organization is in achieving the outcomes the organization intends to produce (Kotler, 2008).





CHAPTER TWO
LITERATURE REVIEW
2.1	INTRODUCTION
	This chapter reviews previous works done by researchers in the field of Human Resources Management. What is known as literature review in research does not only provide knowledge on what has been done on an area of study but the strengths and weaknesses that could propel a meaningful and insightful study. This chapter casts more light on the concepts of HRM, various „bundles‟ of HR practices, contentions surrounding theories, models and previous findings. It ends with the HR practices that have been found to impact greatly on performance of firm.
2.2	CONCEPTUAL FRAMEWORK
2.2.1	 CONCEPT OF HUMAN RESOURCE MANAGEMENT
	The concept of Human Resource Management was first defined by Bakke (1966) who said that the general type of activity in any function of management is to use resources effectively for an organisational objective. The function which is related to the understanding, maintenance, development, effective employment and integration of the potential in the resource of „people‟ I shall call simply the human resources function. However, HRM emerged fully fledged later when the Michigan „matching model‟ (Fombrun et al, 1984) and what (Boxall 1992) calls the Harvard framework developed by Beer et al (1984) made statements on the HRM concept revealing the need to take HRM beyond just selection and compensation to broader issues that demand more comprehensive and more strategic perspective to an organisation‟s human resources.
	As Armstrong (1987) puts it „HRM is regarded by some personnel managers as just a set of initials or old wine in new bottles. It could indeed be no more and no less than another name for personnel management, but as usually perceived, at least it has the virtue of emphasizing the virtue of treating people as a key resource, the management of which is the direct concern of top management as part of the strategic planning processes of the enterprise. Although there is nothing new in the idea, insufficient attention has been paid to it in many organisations‟.
	Edwin Flippo (2005) opined that human resource management may be defined as a process in which human resources are recruited and mobilized in such a way that it helps in achieving the objective of the 

organization. HRM is concerned with the people dimension in management under which the consideration is given towards recruitment and selection, development, motivation and maintenance of human resources in an organization. It is one of the main functions of management, which is related with the management of human energies and competencies. Human resource management helps to ensure the right man,for the right position and at the right time in a changing environment. The organizational performance depends on the efficiency of human resource working in the organization. Hence, a proper set up should be taken for manpower planning, recruitment, motivation, training and development, performance evaluation, remuneration management and industrial relation.
	Therefore, human resource management is an art of managing and mobilizing people in the organization. It is done through the application of different practices and policies which ultimately values human resources as major asset of an organization. It integrates personnel function into strategic management (Howard, 2000).
Definition of Human Resources Management
	Though the term HRM is widespread, the definition of the term has remained varied and elusive. Storey (1995) therefore defines HRM as “A distinctive approach to employment management which seeks to achieve competitive advantage through the strategic deployment of highly committed and capable workforce, using an integrated array of cultural, structural and personnel technique”
	The term Human Resource Management (HRM) is a strategic, integrated and coherent approach to the employment, development and well-being of the people working in organisations. To Boxall et al, (2007), it is the management of work and people towards desired ends. Som, (2008) described HRM as carefully designed combinations of such practices geared towards improving organisational effectiveness and hence better performance outcomes.
Function of human resources management
	The human resources management functions are aimed at motivating people whose activities have to be coordinated and encouraged. Such that their performance meets the level appropriate for the accomplishment of organizational goals. According to Peter Drucker (1984) “No matter what kind of work a man does, whether they are skilled or unskilled, production worker or salaried clerks, professional or rank and file, they are basically alike. There are indeed differences between workers all human beings with human need motivation”. On major function of the human resources management is the staffing process. 
	According to Stonner A.F (1982) The staffing process can be seen as a series of steps that are performed on a continuing basis to keep the organization supplied with the right people in the right position at the right time”. Staffing as a management function deals with recruitment placement, training and development of organization members. The various process involved staffing procedure is as follow:
i. 	Human Resource Planning: This aimed at constantly meeting the personnel needs of the organization. It entails ensuring the availability of such staff as is accomplished by considering the expected skills of workers vacancies available with the organization department expansion and reductions. All these are internal factors, external factors, which affect good human resource planning, include: Labour market and trade union regulations.
ii. 	Selection: involves choosing among job candidates. The process consists of candidates filling application forms of writing application letter, which are later sorted out in the personnel department. The next step is to invite selected candidates for interview. The importance of this is to enable the personnel officer to observe the characteristics of an applicant which do not reflect in their application letter such include their comportment human relations, cheerfulness and so on.
3. 	Recruitment: this is the process of employing workers in line with human resources plan. Candidate for recruitment could be located through communication media like newspaper, professional journal adverts, magazines, employment agencies, placing and university campuses.
4. 	Induction and Orientation: This aimed at helping the result fit into the system of the organization, new recruits are introduced to their colleagues, acquainted with their responsibilities and in formed about the organizational policies and goals. A good induction and orientation programme will enhance the adjustment of a worker into his new working environment the system, and this will subsequently stimulate his performance. Also, it removes bias and tension the new recruit feels.
5. 	Training and Development: This aims at increasing the ability of individuals and group to contribute towards organizational efficiency, training improves job skills. For example introducing computer accounting system in the accounting section will broaden the skills of account clerks in the department. Development programme educate employees beyond the requirements their present position.
6. 	Performance Appraisal: Performance appraisal aims at comparing an individual’s job performance with set standard. If performance of a worker is higher than the set standard, the worker rewarded by a bonus which usually takes the form of extra wages. However, if an individual performs below the standard set some corrective action like additional training might be arranged to bring the performance back in line with desired standards.
7. 	Transfer: This is another personnel management function and it entails shifting and employee from one job, organizational level or location to another. Usually, based on the number of years or working experience and on grade level, promotion is usually accompanied with additional salary. Status and authority on the other hand, transfer might take the form of demotion i.e. shifting a worker to a lower position in the hierarchy. The following are motivational tools currently used by the management to stimulate performance.
2.2.2	ORGANIZATIONAL PERFORMANCE CONCEPT
	Campbell’s (1999) theory defines performance as behavior or action relevant to the attainment of an organization’s goals that can be scaled, that is, measured. Moreover, job performance is defined as what one is paid to do, or what one should be paid to do. The theory states that the measurement options, be they ratings from a supervisor, peer, or self, a simulated work sample, or hard criteria (e.g. tallying revenue generated, costs saved, customer complaints, or some variant of a computerized performance assessment) besides being valid, reliable, and not deficient should be free of contamination from sources of variation that are not under the control of the individual (e.g. differences in technology impacting a person’s performance). Situational enhancers or constraints, if not taken into account in an appraisal, can contaminate the mean, variance, or both with regard to an individual’s performance. Observation and interpretation hold the key to the establishment of effective criteria. Yet, an ongoing problem in appraising people is the lack of reliability in the observation of their behavior (Ronan and Prien, 1971). 
	This unreliability is largely attributed to well-known rating errors such as “first impressions”, “halo”, and “similar-tome”. Lifson (1953) found that up to one-third of performance measurement variance is due to rater differences despite the fact that the observers had considerable experience in observing and evaluating people in the workplace. Lance (1994) corroborated this finding. Experience, however, is not a substitute for training. To solve the problem regarding lack of reliability, an observer must be trained. In this section, training programs that have been shown to be effective are described, and the necessity of taking context into account is explained (Boxall, Purcell and Wright, 2007).
	Organizational performance is one of the most broadly and extensively used dependent variables in organizational studies today, and yet, at the same time, it remains one of the most imprecise and loosely-defined constructs (Rogers and Wright, 1998). In the strategy literature, the focus of attention on this construct has been concerned almost entirely with financial measures of performance. Conceptually, organizational performance has been defined as the comparison of the value produced by a company with the value owners expected to receive from the company (Alchian and Demsetz 1972). Venkatraman and Ramanujam (1986) indicate that a narrow definition of performance focus on the use of simple outcome-based financial indicators that are assumed to reflect the fulfillment of the economic goals of the firm.



2.2.3	HUMAN RESOURCES MANAGEMENT AND PERFORMANCE OF A FIRM
The linkage among human resource management and organizational performance and also competitive advantages has been indicated by various researches (Jackson et al., 1997; Harel & Tzafrir, 1999; Huang et al., 2008). It was shown by theoretical works on business strategy that firm human resources (HR) are able to generate firm competitive advantage. The firms could develop sustained competitive advantage through creating value according to the resource based view(Barney, 1986). These firms make it difficult and rare to intimate for their competitors. The value of it become clear when we realize that natural resources, technology and economics of scale which comprised traditional sources of competitive advantage are quite easy to imitate. Human resource’s notion as a strategic asset involved many advantages for this issue. The value is created by an invisible asset entitle human resource. HR improves firm ability to deal with a turbulent environment. Hence, the fundamentals of strategic human resource management are to achieve competitive advantage and enhance business performance through Human resource management system. To state the matter differently, in order to develop and achieve organizational strategy’s aims, it is compulsory to enhance the core competitive advantage of resources.
2.2.4	THE ROLE OF HUMAN RESOURCE MANAGEMENT ON PERFORMANCE OF A FIRM
Human resources management represents a transformation that is relatively new in the field of human resource management. An important 


role of human resource management is about focusing the management in employees as a tool to gain competitive advantage. Now, organizations are made aware that successful human resources policies and practices of appropriate can increase performance in various areas such as productivity, quality and financial performance. Performance management is a planned process in which key elements are different measurement, feedback, positive reinforcement and ongoing dialogue between managers and employees. It has to do with measurement results in the form of performance achieved in comparison with the expectations expressed as objectives. Also, it has to do with the inputs and values. Inputs are the knowledge, skills and behaviors necessary to produce the expected results. Needs are identified by defining these requirements and evaluate the degree to which the expected levels of performance are achieved through effective use of knowledge and skills, appropriate behavior Performance management strategy has to do with all the business and not just the managers. So managers are not only responsible for delivering the required performance. Managers should have the confidence to distribute authority and responsibility throughout the organization. In a sense, managers need to collaborate and consider as part of their own people in order to report on achieving the required performance. Managers and their teams are jointly responsible for the results and are both involved in agreeing what they should do and how they should do it. Performance management processes are part of sweeping across the organization. Managers and other employees of the organization should work together to jointly commit to achieving the performance (Brewster et al., 2000)
Performance management strategy should focus on the development to a continuous and flexible process involving managers and all the organization that operate as a single team. This should determine how they can best work together to achieve the required results. This makes it possible to focus on the planning of future performance and performance improvements existing. HRM Strategy provides the basis for regular dialogue and frequent between managers and other employees about performance needs and further development of the organization. Strategic human resource management may bring a number of benefits to the organization (Brewster et al., 2000): 
· Contributing to the goal accomplishment and the survival of the company,
· Supporting and successfully implementing business strategies of the company,
· Creating and maintaining a competitive advantage for the company,
· Improving the responsiveness and innovation potential of the company,
· Increasing the number of feasible strategic options available to the company, 
· Participating in strategic planning and influencing the strategic direction of the company as an equally entitled member of top management, 
· Improving cooperation between the HRM department and line managers.
Recruitment and Selection
	Recruitment which is the process of generating a pool of capable people to apply for employment to an organisation and selection which is the process by which managers and others use specific instruments to choose from a pool of applicants a person or persons more likely to succeed in the job(s) given management goals and legal requirements‟ Bratton and Gold (2007, p 239). Recruitment and selection can play a pivotal role in shaping an organisation‟s effectiveness and performance, if organisations are able to acquire workers who already possess relevant knowledge, skills and aptitudes and are also able to make an accurate prediction regarding their future abilities. Performance improvement is not only a result of well functioning system but also depends on effective human resource strategies that succeed in recruiting and maintaining a committed and motivated workforce (Al-Ahmadi, 2009).
	Recruitment and selection has become ever more important as organisations increasingly regard their workforce as a source of competitive advantage. It is often claimed that selection of workers occurs not just to replace departing employees or add to the number but rather aims to put in place workers who can perform at a higher level and demonstrate commitment (Ballantyne, 2009). This function of HR is presented as a planned rational activity made up of certain sequentially-linked phases within a process of employee resourcing, which itself may be located within a wider HR management strategy. The process of recruiting and selecting may come in four stages: defining requirement, planning recruitment campaign, attracting candidates and selecting candidates (Armstrong, 2010)
2.3	THEORETICAL FRAMEWORK
2.3.1	CONTINGENCY THEORY
Based on the contingency theory, the relationship between the relevant dependent and independent variables will be differ for deferent level of critical continence variable. The primary contingency factor in the strategic HRM literature is the organization’s strategy perspective suggests that the reorganizations should impalement human resource practices that promote employee behaviours in the frame of the organization’s strategy. The organizations will be able to achieve superior performance by applying this alignment of strategy and HRM practices (Delery & Doty, 1996). In order to exceed the only financial dimension of performance, contingency approach seeks to integrate other criteria like customer satisfaction, flexibility, social image, product quality or innovation (Arcand et al., 2003).
2.3.2	  THE RESOURCE-BASED VIEW THEORY
	The Resource-Based View (RBV) theory which blends concepts from organisational economics (Penrose, 1959) and strategic management (Barney, 1991) has it that HRM delivers added value through the strategic development of the organisation‟s rare, valuable, imperfect to imitate and hard to substitute human resources. The RBV establishes that competitive advantage no more lies in natural resources, technology or economies of scale, since these are easy to imitate but rather competitive advantage is dependent on the valuable, rare and costly and hard-to-imitate resources that reside with the human resources of an organisation. HRM‟s role is to ensure that the organisation‟s human resources meet those criteria.
	The RBV states that a firm develops competitive advantage by not only acquiring but also developing, combining, and effectively deploying its physical, human, and organizational resources in ways that add unique value and are difficult for competitors to imitate (Barney, 1991). The RBV suggests that firms should look internally to their resources, both physical and intellectual, for sources of competitive advantage. The central tenets of RBV as suggested by researchers (e.g. Barney, 1991; Barney, & Wright, 1998; Newbert, 2008; Takeuchi et al., 2007; Wright et al., 2001; Wright et al., 1994) are that resources that are valuable, rare, inimitable, and non-substitutable will lead to competitive advantage. Value in this context is defined as resources either exploiting opportunities or neutralizing threats to the organization and rarity is defined as a resource that is not currently available to a large Ŷuŵďeƌ of the oƌgaŶizatioŶ͛s ĐuƌƌeŶt oƌ futuƌe Đoŵpetitoƌs ;BaƌŶeǇ, ϭϵϵϭͿ. IŶiŵitaďilitǇ refers to the difficulty other firms have in copying or reproducing the resources for their own use. Finally, non-substitutability means that other resources cannot be used by competitors in order to replicate the benefit (Barney, 1991). When all of these are met, it is said that the firm or organization possesses resources which can potentially lead to sustained competitive advantage overtime (Barney, 1991; Allen, & Wright, 2007).
	The resource-based view has become the basic theoretical foundation on which much of the current strategic management research regarding knowledge-based views of the firm (Grant, 1996), human capital (Hitt, Bierman, Shimizu, & Kochar, 2001), and dynamic capabilities (Teece, Pisano, & Shuen, 1997) are derived. In fact, Priem, & Butler, (2001a) mapped RBV studies against eighteen strategy research topics, demonstrating the breadth of its diffusion within the strategic management domain (Allen, & Wright, 2007). In spite of the wide acceptance of the RBV, it is not without criticism. Priem & Butler (2001a, 2001b) have suggested that the RBV does not constitute a true theory. Their argument focuses primarily on two basic issues. First, they suggest that the RBV is basically tautological–that its primary assertions are true by definition and, thus, not subject to empirical verification. IŶ otheƌ ǁoƌds, ǁithout defiŶitioŶal depeŶdeŶĐe ;i.e ͚ǀaluaďle ƌesouƌĐes͛Ϳ the diaŵetƌiĐal statement – that unique firms possess competitive advantage – does not logically follow. is that it has limited prescriptive ability. They cite four aspects of RBV theory that limit its applicability: (1) the attributes of resources that can generate strategic advantage and sustained strategic advantage 27 identified by the theory are not amenable to managerial manipulations, (2) the context within which the theory applies is not specified, (3) the definition of resources is all inclusive, and (4) the theory is static and not dynamic
2.3.3	SOCIAL EXCHANGE THEORY (SET)
Social exchange theory (SET) is among the most influential paradigms for understanding work place behaviour. Its roots can be traced back to at least the 1920s (e.g. Malinowski 1922), bridging such disciplines as anthropology (e.g., Firth, 1967; Sahlins, 1972), social psychology (e.g., Goldner, 1960; Homans 1958), and sociology (e.g., Blau, 1964). Although 30 different views of social exchange have emerged, theorists agree that social exchange involves a series of interactions that generate obligations (Emerson, 1976). Within SET, these interactions are usually seen as interdependent and contingent on the actions of another person (Blau, 1964). SET also emphasizes that these interdependent transactions have the potential to generate high-quality relationships (Cropanzano & Mitchell, 2005).
Blau (1964) was among the first to differentiate social and economic exchange. According to Blau, social exchange refers to relationships that entail unspecified future obligations. Like economic exchange, social exchange generates an expectation of some future return for contributions; however, unlike economic exchange, the exact nature of that return is unspecified. Furthermore, social exchange does not occur on a quid pro quo or calculated basis, implying social exchange creates enduring social patterns. Economic exchange is based on transactions, that the other parties to the exchange will fairly discharge their obligations in the long run (Holmes, 1981). 
Another basic tenet of SET is that social exchange requires a long-term orientation, since the exchange is ongoing and based on feelings of obligation (Blau, 1964; Shore et al., 2006). Furthermore, another basic tenet of SET is the emphasis on socioemotional (i.e., feelings of obligation and trust) aspect of the exchange (Shore et al., 2006). SET was originally developed to account for the development and maintenance of interpersonal relationships. It has since been applied to workplace relationships or the employment relationship (e.g., Shore, Tetrick, & Barksdale, 1999). Of special interest to social exchange theorists are differences in the parties involved in the relationship. The general presumption is that workers can form distinguishable social exchange relationships, with immediate supervisor (e.g., Liden et al., 1997), co-workers (e.g., Flynn, 2003), and employing organizations (e.g., Moorman, Blakely, & Niehoff, 1998). These distinct relationships have implications for behaviour. Specifically, because individuals return the benefits they receive, they are likely to match goodwill and helpfulness toward the party with whom they have a social exchange relationship (Cropanzano & Mitchell 2005).


2.4	EMPIRICAL REVIEW
Manisha etal.,(2011) said in his research paper that Entitled“Title Human Resource Outsourcing: Analysis Based on Literature survey”. The idea of researcher in his research paper regarding the outsourcing of the human resource of the organization and also told that there are some steps regarding the outsourcing of the human resources. He examined all the functions being considered for Outsourcing, Create a business case for outsourcing seek a vendor that will work very closely with you Company, Make certain in your connect with the vendor and businessmen includes penalty clauses and incentives to increase accountability, Considering at the employees and working people in our organization will measure vendor Performance Learn about security protections the vendor provides.
	Markus Pudelko et al., (2009) he Said in his research paper Entitled “Human Resource Management: Inspirations from Abroad and Current Trends of change” observed that human resource management (HRM) has been perceived by many observers as a key ingredient accounting, management, human resource management, psychology and marketing for the success of Japanese companies on world markets during the 1980s. Suggestions of how Western managers could learn from Japanese HRM practices were plentiful and working more hard and how the people are more interactively working in the organization. He analyses the data collection and sample, description of HRM model, who adopts from whom and when, who adopts what from whom, who adopts from whom and when and also who adopts what from whom etc.
Timothy et al., (2005) their research was exposed regarding that entitled “Strategic Global Human Resource Management Research In The Twenty First Century: An Endorsement of the Mixed-Method Research Methodology” said that global competition is rapidly becoming the norm in which nearly all business organizations must compete in one fashion or another and they have to compete with each other to survive in the long run. When the competition is more among the business venture the people are compelled to main the standard of human resource management. The complexity and value of Strategic Global Human Resource Management (SGHRM) will continue to compound in significance as globalization becomes the predominate form of business. In the business industry when the competition is acute then the benchmarking in the strategic human resource management will be more effective and sub contracting will be more in business, automobiles and engineering industries.






CHAPTER THREE
METHODOLOGY
3.1	INTRODUCTION
	Owing to highly sensitive of a chosen topic in relation to the case study a vital means of data collection was chosen to facilitate the collection uninfluenced information from the appropriate quarters. To this end, a data collection tool of personal interview chose to effort our objectives Also, the method used to obtain data is questionnaire method.
3.2	RESEARCH DESIGN
	Research design adopted for this study was descriptive survey research. The design defines the study type; data collection methods and statistical analysis plan. This study took an explanatory research design since it seeks to establish the impact of HRM on performance of a firm. This is a case study research work that used a selected number of HRM to get empirical data on HRM and how have impact performance of a firm.
	The research strategy used for the research was a survey approach in order to collect quantitative data which was analysed using descriptive statistical tools. The use of a survey enables generalization to be conducted using findings generated from a sample size which is representative of the whole population.

3.3	POPULATION OF THE STUDY
	Population is the total members of a defined class of people, objects, places or events selected because they are relevant to one’s research questions. In this study, the target population which is the entire set of units for which the research data would be used to make inferences or generalization is the managers and staff of Tuyil Pharmaceutical Limited, Ilorin, Kwara State.
	On the average, the staff strength as at the time the researcher was obtaining preliminary data stood at One hundred and fifty (150) at the head offices and eleven (30) at the branches. The figure for the head office is made up of five (70) management staff, four (20) supervisors for different departments, eleven (60) junior staff. At the branch level are one branch manager, one operations officer, two back office staff, one customer service personnel, two tellers, one relationship/credit officer and two microfinance officers. These members of the target population had characteristics and experiences that were capable of producing the responses the researcher needed.
3.4	SAMPLE SIZE AND SAMPLING TECHNIQUES
	A sample is a selection of a group of people or events from a population to be able to find out true facts about the sample that will be true of the population. This becomes necessary as the entire population cannot be studied due to the size, inaccessibility, time and financial constraints.
	This study had an estimated population size of One hundred and fifty (150)  people and this large size made it impossible for the researcher to test every individual members of the population. As such, a sample size of one twenty (120) respondents, representing 60% of the population was chosen as a true reflection of the population for the study. Based on non-probability sampling procedure, purposive or judgemental and convenience sampling techniques were used for selecting respondents for managerial employees and non-managerial employees respectively. The purposive sampling technique is adopted for this study. The subjects are handpicked from the accessible population and matched against the criteria for being in the sample. This means that people whose opinions are relevant to the study are chosen for the researcher’s data collection exercise. Here, sampling for proportionality is not the primary concern; rather the judgment of the researcher in sampling experts relevant to the study is significant.
3.5	METHOD OF DATA COLLECTION
	The types of data used for this project work were obtained from both primary and secondary sources of data.


i.	PRIMARY SOURCES OF DATA
	The primary sources of data collection for this project work were personal interview with the managers and staff of Tuyil Pharmaceutical Limited, Ilorin, Kwara State used question made available.
ii	SECONDARY SOURCES OF DATA      
	The secondary source of data collection for this project were a collection of data from relevant literature reviewer relevant document literature material such as:
i. Textbooks 
ii. Group observation 
iii. Journals
iv. Collected data, which here presented by the use of descriptive method of research.
v. Publication
3.6	INSTRUMENT OF DATA COLLECTION
	Data collection instruments are the tools used to collect information as part of a research. The validity and reliability of data collection and instruments is of extreme importance to any sample survey. It is therefore essential to properly design data collection instruments so as to reach reliable and valid conclusions.
	Questionnaires have the advantage of securing relevant information effectively about phenomena that is not directly observable. It is also an efficient and effective method in reaching a larger group.
3.7	METHOD OF DATA ANALYSIS
The simple percentage method was utilized for analysis and cross tabulation of data obtained in the course of this research work.
	The researcher employed the use of this method of analysis due to the simplicity and the fact that it will enable the readers of this study to comprehend with the concepts of the study in a more accurate way.‎
3.8	HISTORICAL BACKGROUND OF THE CASE STUDY
Tuyil Pharmaceutical Nigeria Limited, Ilorin, Kwara State is a producer of drugs, the factory is situated at no 22, Stadium road Ilorin, it is a limited liability company under the chairmanship and managing directorship of MR. J.O AWOLUYI. The Company started early and its build early in 1996, the company started with few workers in 1996 with two pharmacist they are named are MR. BANBE and MR. FASHAMU, and they have three department consist of raw material store compress in section circulation section. Maintenance department consist of electrical and mechanical sections. Quality control and assurance department consist section cashier/auditing section. 
The company product e.g. Bunto Syrup, Paracetamol, veterinary drugs e.g. Tubezove syrup drugs e.g. Tuyil Expectorant, Tutolin, cough syrup, buster etc. 
The quality control assurance department controls au the activities of the whole company from raw materials to intermediary stage finished production and market Smavollics. But then they produces 26 products and then have representatively in 5 state which are Akure, Ibadan, Oshogbo, Lagos and Minna, but in year 2005 the company has become a big limited liability throughout the whole state. But now their product is over 72 different products and this company made up of two plants. 
	Meanwhile, Tuyil Pharmaceutical industries limited distributes its product: through distributors but the major distributor is Fiolu Pharmaceutical store which distributors Tuyil products in Ilorin and its environment. Other distributors are Ajayi Pharmacy. S. Ade pharmacy, Olayemi pharmacy e.t.c. All these distributors distribute Tuyil product throughout Nigeria so as to be able to complete favorable with other medical drugs in Nigeria. 








CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.1	INTRODUCTION
	This chapter presents information on primary data collected from respondents on Human Resources Management in Tuyil Pharmaceutical Limited, Ilorin, Kwara State. The data were processed and presented in tables representations using statistical method. Interpretations given were on processed data collected from the field that sought to establish the impact of Human Resources Management on the performance of a firm.
4.2	DATA PRESENTATION, ANALYSIS AND INTERPRETATION
TABLE 1: GENDER DISTRIBUTION.
	GENDER
	FREQUENCY
	PERCENTAGE

	Female
	80
	67

	Male
	40
	33

	Total
	120
	100


Source: Research Survey, 2025
	From table 1, it is realized that 80 of respondents representing 67% of the total number of participants were females while 40 representing 33% of the total number were males. This clearly shows that there were slightly more female participants than male in this survey and it may be as a result of the sample technique used in selecting respondents or that the organisation has more female workers than males.
TABLE 2: QUALIFICATION
	QUALIFICATION
	FREQUENCY
	PERCENTAGE

	O Level
	 10
	8%

	ND/NCE
	20
	17%

	HND/BSC
	60
	50%

	PhD. /MSC
	30
	25

	Total
	120
	100


Source: Research Survey, 2025
	From the table above, it was realized that 10 (8%) respondents had O level result from various fields, while 20 (17%) had ND/NCE, 60 (50%) respondent had HND/BCS qualifications, 30 (25%) respondents had PhD/MSC. From the table it is realized that the organization has several level of qualified personnel to help carry out the day to day activities of the firm.
TABLE 3: NUMBER OF YEARS SPENT AT TUYIL PHARMACEUTICAL NIGERIA LIMITED, ILORIN, KWARA STATE
	NO. OF YEAR
	FREQUENCY
	PERCENTAGE

	1 – 6 Years
	40
	33%

	7 – 12 years
	80
	67%

	Total
	20
	100%


Source: Research Survey, 2025
	Table 3 shows that majority of respondents representing 67% of the population had worked with the bank between 7-12 years, while 40 respondents representing 33% of the population had spent between 1-6 years at the bank. This clearly shows that the majority of respondents had spent at least a year to six years at the firm.
TABLE 4: IS THERE ANY IMPORTANCE OF HUMAN RESOURCES ON THE ACTUALIZATION OF 	THE CORPORATE GOALS AND OBJECTIVES OF A FIRM
	RESPONSES
	FREQUENCY
	PERCENTAGE

	Yes 
	80
	67%

	No
	40
	33%

	Total
	120
	100%


Source: Research Survey, 2025
	From table above, it shows that 80 (67%) respondents says yes that there is importance of human resources on the actualization of the corporate goals and objectives of a firm. While 40 percent of the respondent said No to the statement 
TABLE 5: DOES HUMAN RESOURCES MANAGEMENT HAVE IMPACT ON GENERAL 	PERFORMANCE OF TUYIL PHARMACEUTICAL LIMITED, ILORIN, KWARA STATE?
	RESPONSES
	FREQUENCY
	PERCENTAGE

	Yes 
	80
	67%

	No
	40
	33%

	Total
	120
	100%


Source: Research Survey, 2025
	From the above table, 80 respondent representing 67% said that human resources management have impact on performance of Tuyil Pharmaceutical Limited, Ilorin, Kwara State while 40respondent representing 33% denied it.
TABLE 6:	DOES YOUR FIRM HAVE A DEPARTMENT DEDICATED TO HUMAN RESOURCE
	RESPONSES
	FREQUENCY
	PERCENTAGE

	Yes 
	70
	58%

	No
	50
	42%

	Total
	120
	100%


Source: Research Survey, 2025
	Table 6 shows the existence or otherwise of HR departments in the firm. 70 respondents representing 58% indicated that their bank do not have a department dedicated to human resource. 50 respondents, representing 42% said that their organisation has a department dedicated to human resource. This means that most rural banks do not have HR departments dedicated to the proper management of their human resources.
TABLE 7: WHAT ARE THE CHALLENGES ASSOCIATED WITH THE HUMAN RESOURCES MANAGEMENT ON FIRM PERFORMANCE?
	RESPONSES
	FREQUENCY
	PERCENTAGE

	Lack of Key Talents
	50
	42%

	Competition
	40
	33%

	Labour Turnover
	30
	25%

	Total
	120
	100%


Source: Research Survey, 2025
	Twelve 50 respondents constituting 42% of the population who shared this view stated that Zenith Bank as an institution needs key talents to help run the bank, Seven (40) respondents representing 33% of the population were of the opinion that another challenge facing Tuyil Pharmaceutical Limited, Ilorin, Kwara State in its Human resources management process, while one (30) respondent constituting 25% of the population was labour turnover, the respondents explained that most employees leave the institution shortly after being offered an appointment which goes a long way to affect the firm as money has to spent again in human resources management.
TABLE 8: DOES HUMAN RESOURCES MANAGEMENT HAVE IMPACT ON GENERAL 	PERFORMANCE OF TUYIL PHARMACEUTICAL LIMITED, ILORIN, KWARA STATE?
	RESPONSES
	FREQUENCY
	PERCENTAGE

	Yes 
	80
	67%

	No
	40
	33%

	Total
	120
	100%


Source: Research Survey, 2025
	From table 4.6 above, it shows that 80 (67%) respondents says yes that human resources management have impact on performance of Tuyil Pharmaceutical Limited, Ilorin, Kwara State. While 40 percent of the respondent said No to the statement 

TABLE 9: IS THERE ANY RELATIONSHIP BETWEEN HUMAN RESOURCES MANAGEMENT AND 	PERFORMANCE OF A FIRM
	RESPONSES
	FREQUENCY
	PERCENTAGE

	Yes 
	70
	58%

	No
	50
	42%

	Total
	120
	100%


Source: Research Survey, 2025
	From table 9 above, it shows that 70(58%) respondents says yes that human resources management have impact on performance of Tuyil Pharmaceutical Limited, Ilorin, Kwara State. While 42 percent of the respondent said No to the statement
4.3	DISCUSSION OF FINDINGS
 	The principal goal of this study is to evaluate the effects of Human Resources management on the overall performance of an organization. The results obtained from the analysis developed in this study shows that HRM and performance have been trying to prove the vital causal link between good HRM policies and organizational performance and argue that firms should adopt well-fitted (and bundled) HR policies in order to increase their competitiveness. Amongst other things, functional flexibility through investment in training, increasing job satisfaction, employee involvement and commitment, quality initiatives are seen as central to sustained economic performance. 
The long-term improvement of assets requires adequate resources, in terms of finance and human skills, and a conducive working environment. ‘Capabilities are built up over relatively long periods and need constant replenishment. This implies an orientation towards encouraging learning.
It is not the intention of this paper to deny the benefits of HRM to performance. Nor is  it the intention to discredit the productivity gains achieved through the implementation of HR policies (e.g. flexi-skilling) and quality initiatives (e.g. suggestion schemes, plant care). Rather, it is argued that the high-road HRM route to  performance/competitiveness requires a stable and high trust environment which is currently unavailable to most British firms (although firms themselves have played a role in creating the current environment).  Viewed in this light, the investigation into  the links between human resource strategy and performance should necessarily be lodged in a broader context. 
	Although this study is limited to determining the effects of Human Resources management on the overall performance of an organizational, the evaluations of the study should not be disregarded. One of the limitations of the study is the fact that the sample pool is very small. This study should be informative for future studies. As a result of the research conducted in banks, a correlation has been found between human resources management and organizational performance. The study didn't cover all the human resources management in the evaluated banks. This study provides very productive suggestions for future studies.
















CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1	SUMMARY OF FINDINGS 
	We were able to see how strongly and significant this proper management of the human resources of an organization. The whole policies and measures instituted by our case study in the aspect of managerial science (Human resources management) has proved to be so superb and most rewarding both to the organization where in its eight years of existence. It is been characterized of a labour however at just only two staff out of about one thousand, six hundred and seventy two work force. This represents a slim margin of just 0.12% of its original staff strength. With reference to the whole human resource management policies, we were highly impressed to see uniquely packaged policies of employment. Staff strength, safety and welfare, policies on remuneration which particularly was in itself model polices a place for fringe benefits.
	Compensation and rewards loans allocation and other allowances, motivating incentives face their junior workers and a whole lot of others coupled with their disciplinary policies and measures. All these were found out to be skillfully and continuously instituted, thus bringing about the constituted progress of the firm yearly performance even in the face of unpredictable circumstance playing our nation’s. Of particular interest is their remuneration system, which was commendable. We were enlighten further of the conventional approach, which involves the determination of staff salaries using the prevailing standard adopted by contemporary institutions of like business. And on this we were further told that the firm in this respect is a pace-setter in adopting his approach, they do not strictly apply remuneration policies in other banks but instead they go beyond that, so that their own policy now becomes the one others will follow.
	The second approach which we were confidence approach in a case where in the firm puts in consideration on extra-ordinary factors prevalent in their staff at any point in time. A typical case when this approach was adopted in 1994 when an increment of 2% on every stage salary was affected for four months due to the harsh economic conditions in the country as a result of industrial unrest in the oil sector, which had its toll on the general economic activities.
5.2 	CONCLUSION  
	Finally, it has been revealed, that Just like Tuyil Pharmaceutical Limited, Ilorin, Kwara State, the proper and efficient management of an organization manpower forms the various inch where in corporate goals are finally achieved and without prejudice. I strongly recommend Tuyil Pharmaceutical Limited, Ilorin, Kwara State approach in human resources management to any organization who wishes to achieve greater heights in its pursuit in achieving corporate goals and objectives, bearing in mind that the proper management of an or definition  human resources actually make the whole differences between a successful organization and unsuccessful one. At this juncture, however we would not call out research work done of which i fail to make mention of some rather negative observations. I discovered about some human resources management policies in my case study and subsequently advise these lapses.
5.3 	RECOMMENDATIONS  
	In the course of the research work, it was discovered that as a matter of corporate principles, my case study does not absorb youth corps members for any training whatsoever even though they allow first degree or diploma holders without years of working experience to apply for vacancies. This policy, we rather found unsatisfactory, I would like to drive on the contrary that the corporate member on training to be given a dance to come into the bank to learn move about the practical aspect of other field of study. This we think could help the bank to discover outstanding potentials useful to the bank among the corporate member in training. The second observation, which also happens to be the final, has to do with the group which our last respondent came from. We discovered that the group solely comprises of junior workers like the drivers and security officers. In other words, this group is not given any form of credence from the management. It exists independently and has no official recognition. To this, we do advise the management to upgrade this informal group to a formal status to help boost the morale of these junior workers.
	However, when they are being adequately catered for by the management, this would also help in providing a route to channel their complaints and even appreciation to the management at any point in time. We do recommend that management see to the issue with a view to adjusting the current situation, bearing in mind that work as well as group recognition is one of the motivational factors needed by employees as prescribed by “Maslow in the theory of motivation”.
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APPENDIX
					Department of Business Administration,
					Institute of Finance and Management 							Studies
					Kwara State Polytechnic, Ilorin
Dear Respondent,
	I am a final year student of the above named institution. 
I’m carrying out a research study on the “Impact of Human Resources Management on the overall performance of a firm” using Tuyil Pharmaceutical Limited, Ilorin, Kwara State, as a case study.
	Therefore, it should be noted that any information disclosed here will be strictly confidential and treated as such. 
	Your corporation in giving brief, correct and cogent answers to the attached questions will be highly appreciated.
Thanks for your anticipated co-operation.
			
						Yours faithfully,
LAWAL AWAWU TEMITOPE
HND/23/BAM/FT/0484
QUESTIONNAIRE
Instruction: Please tick (v) appropriately
SECTION A: PERSONAL DATA
1.	Sex:			Male (     )  Female (     )
2.	Qualification:	O Level  (     )  ND/NCE  (    )  HND/BSC  (     )  				PhD. /MSC  (     )  
3.	Years spent in the organization: 1–6 Years (   ) 7–12 years (    )
SECTION B
4.	Is there any importance of human resources on the 	actualization of  the corporate goals and objectives of a firm?		Yes (     )	No (     )
5.	Does human resources management have impact on general 	performance of Tuyil Pharmaceutical Limited, Ilorin, Kwara State?  Yes (     )	No (     )
6.	Does your firm have a department dedicated to human 	resource?   Yes (     )	No (     )
7.	What are the challenges associated with the human resources 	management on firm performance?   Yes (     )	No (     )
8.	Does human resources management have impact on general 	performance of Tuyil Pharmaceutical Limited, Ilorin, Kwara State?   Yes (     )	No (     )
9.	Is there any relationship between human resources 	management and performance of a firm?   Yes (     )   No (     )
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