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ABSTRACT
Many organizations have started using outsourcing strategy over the years but still many organizations didn’t realize the full benefit of it. Some have experienced low productivity, their they failed to attain expected cost saving and their profitability have not been balanced or stable. The present research investigated the effect of outsourcing on the organizational performance. The main objective of the study was to investigate the effects of human resource outsourcing on organizational performance of BUA Group in Lagos, Nigeria. Data was collected through a questionnaire. A descriptive survey research design was adopted for the study. Target population is made up of the entire one hundred and thirty-two (132) staff members of selected branches of BUA Group in Lagos Metropolis respectively. Sample size was determined to be ninety-eight (98) using Krejcie and Morgan sampling technique and the sampled respondents were selected using the simple random sampling technique. The result of analysis showed a positive relationship between Outsourcing Recruitment and organizational performance (R2 = 0.643; P < 0.05). Also, outsourcing training programmes has a positive relationship with organizational performance (R2= 0.584; P<0.05) and lastly, the result also showed that there is a significant effect of Outsourcing payroll on Organizational performance (R2 =0.201; P<0.05). As a result, the study concluded that there is a significant effect of outsourcing HR strategy on organizational performance in BUA Group. Therefore, It is recommended that BUA should find ways of understanding and sustaining customers’ relationship to encourage more patronage by being efficient in terms of service quality because findings showed that training and development outsourcing leads to increase in staff skills which affect customers’ relationship and increase performance.
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CHAPTER ONE
Introduction
1.1	Background to the Study
In the 21st century, employee outsourcing has grown to become a buzz word in the contemporary world of business. For many successful business organizations, effective management of human resource from hiring to firing has now advanced to not only an internal managerial function, but can also employ external professional hands. More like law firms and external auditors, various professional HR firms are now specialized on helping firms carrying out their HR management functions. Thus, the traditional HR function has now adopted a strategic approach to managing employees from external managers. Meanwhile, the internal HR management services are now being routinely purchased from HR specialists to business firms. Although, (Turnbull, 2021) opined that these external HR management firms do undertake some elements of HR functions, but now it is with a new dimension of the financial driven idea of the organization saving money by connecting outsourcing to human resource management.
Human resource outsourcing is the process whereby an organization transfers its workforce management functions to another firm to allow it to focus on its core competencies. Typically, the nature of HR functions is often time consuming and complex, thus creating difficulty in managing the important areas. (Gil-Padilla & Espino-Rodriguez, 2015) stated that outsourcing is a combination of two words “out” which refers to exterior and “source” that refer to the origin. The human resource outsourcing therefore is when certain HR functions are obtained outside the firm. This process involves two parties, where the client transfers an internal activity to an outsourcer who is an external body to get and provide employees under to work for them. Thus, (Ganta, Prasad and Manukonda, 2017) explained that outsourced human resource can be viewed as people not employed in an organization, but doing work for the organization. 
Organizations need to build and concentrate on their substance competencies to succeed in a competitive global market and to achieve growth in the long period (Potkány, 2018; Merrifield, 2016; Li-Hua & Simon, 2017; Kirchner, 2016). Organizations require proper planning and execution of strategies to improve levels of productivity and to shift workers ' views, beliefs and attitudes (Hirshman, Cords, & Hunter, 2015), Business and economic practices are continually evolving (Kong, 2017). Some authors found that manufacturing sectors have produced advanced product lines requiring specially qualified operators (Sullivan, 2016; Thapanachai, 2014). In addition, the use of ICT (information technology communication) and quicker flows of information have brought revolution to our living style and the business managing path.
Consumer requirements and demands have forced corporations to redesign new structures to meet market requirements. The argument about the outsourcing of human resources is getting more attention, outsourcing of human resources is seen by some as an advantage for the HR role and others consider it as a risk. The first group who consider it an advantage suggests that outsourcing HR is a tool that creates time for HR to become a strategic partner. The second group point of view is that outsourcing of HR is a cost-cutting tool that eventually decreases HR personnel. Outsourcing may generally be interpreted as a company that transfers its un-core functions to an outside company that provides a specific service, task or product. Many researchers wrote that outsourcing is no longer limited to IT services, but has grown to include fiscal services, services of the manufacturing firming, services provided by engineers, innovative services, services that manage the data, human resource management (HRM), and etc. (Bielski, 2017).
Human resource outsourcing may be considered as a way that can improve the efficiency of any company (Lawler & Mohrman, 2013). As the inner and outer organizational environment changed, the concept of the HR function has changed (Zhu & Warner, 2014). The emphasis has been on shifting jobs and strategic HRM not on conventional organizational and administrative viewpoints (Beardwell & Claydon, 2017). In particular, the contemporary approach to HRM is to elucidate the connection between HRM and business strategy. In addition, organizations must consider how HRM can be used strategically for the attainment of organizational goals (Thompson, Strickland, & Gamble, 2015). With the advent of globalization, many business firms are in the verge of expansion. To cope up with the ever-growing competition, outsourcing has been used as a tool and this has become a reality of the business world today. 
Managers even consider human resource outsourcing as panacea for the company to reduce cost and focuses on core business. Outsourcing HR is important in achieving the original objectives of the business. By the reason of the organization focusing on their core competencies, a more advantage is gotten on focusing and developing better ways of achieving the laid down objectives and goals. This study intends to examine how outsourcing Human Resources can bring about competitive advantage to the organization and also how it influences achieving set down objectives. As the Human Resources segment of an organization is a very key segment in coordinating the resources of the organization in the most effective way in order to ensure maximum productivity, this study aims to determine how much and positively, its outsourcing can benefit the organization.
1.2	Statement of the Problem
Human resource outsourcing is a very crucial function in an organization due to its direct effect on the organization’s operational activities. The increasing use of HR outsourcing arrangement and its unfamiliar complexity has suggested the need to know how to effectively utilize of this strategy. Manufacturing companies, particularly in the BUA group are constantly looking for new strategies and solutions to developing and improving their performance. Human resource outsourcing is one of the strategies which have been adopted by the BUA group to attain competitive advantage. BUA companies expect human resource organizations would enable them focus on their core-competence as opposed to concentrating their resources on non-core activities, reduce their operational costs and get access to new technology. Despite many logistics companies engaging in human resource outsourcing, there is scarce evidence of the effect of human resource outsourcing on their performance.
In a study of manufacturing corporations in Nigeria, Anyango (2014) found that majority of the manufacturing firms are practicing human resource outsourcing and that the overall performance of the manufacturing corporations improved through customer satisfaction, the enhanced product quality, increased operational efficiency, reduced turnover, created good image and innovative practices. Even though there are many studies in relation to human resources outsourcing, very few have been on the effect of human resources outsourcing on performance of manufacturing industry. According to the author’s knowledge, there exists scarce empirical evidence on human resource outsourcing in manufacturing companies, and yet Nigeria manufacturing firm is an area seeking ways of continuous improvement, cost saving, flexibility and remaining competitive in the market through human resource outsourcing. 
Studies done on the effect of human resource outsourcing on organizational performance show mixed results, like in the case of Dangote. This study has given an answer to the following question: What is the effect of human resource outsourcing on performance of manufacturing companies in Nigeria?
1.3	Research Questions
i. How does outsourcing recruitment have any effect on organizational performance of BUA Group in Lagos, Nigeria?
ii. In what way does outsourcing training programs influence organizational performance of BUA Group in Lagos, Nigeria?
iii. What is the impact of outsourcing payroll on organizational performance of BUA Group in Lagos, Nigeria?
1.4	Research Objectives
The main objective of the study was to investigate the effects of human resource outsourcing on organizational performance of BUA Group in Lagos, Nigeria. The specific objectives of the study include the following;
i. to determine the effect of outsourcing recruitment on organizational performance of BUA Group in Lagos, Nigeria.
ii. to examine the influence of outsourcing training programmes on organizational performance of BUA Group in Lagos, Nigeria.
iii. to assess the impact of outsourcing payroll on organizational performance of BUA Group in Lagos, Nigeria.
1.5	Research Hypotheses
H01: 	Outsourcing recruitment does not have any significant effects on organizational 	performance of BUA Group in Lagos, Nigeria.
H02:	There is no significant influence of outsourcing training programmes on organizational 	performance of BUA Group in Lagos, Nigeria.
H03:	There is no significant impact of outsourcing payroll on organizational performance in 	BUA Group in Lagos, Nigeria.
1.6	Scope of The Study
This study on the effect of outsourcing human resource functions on organizational performance at BUA Group comapny covered human resource outsourcing approaches used with a view of identifying its effect on organizational performance. The vision of the organization is to increase productivity and workers commitment by assuring them to identify with the mission and the objectives of the organization thereby increase and improve operations. The research used questionnaires which was administered by the researcher to selected middle level managers and specific employees in the manufacturing firm. 
1.7	Significance of The Study
The study findings may be beneficial to the owners of the companies. This is because they may be able to get adequate knowledge concerning effects of outsourcing and its benefits. The findings also will be significant to several stakeholders. It may enable the management to concentrate on the work they are highly skilled at and maximize the benefits of expertise. Hiring the professionals that do various tasks on a daily basis permits you to take care of other things concerning your business. This is just one of the numerous advantages that a company enjoys when it hires a human resource outsourcing company.
It will also reduce stress on the organization in general. The management will also have a clear understanding of the role played by outsourcing activities in provision of the necessary services in the best way possible. It will also help organizations to estimate the relative cost of outsourcing to their companies. The study will also help outsourcing firms understand the main drivers of outsourcing decision in the manufacturing industry and how they can then respond to the available opportunities. This study will also serve as a resource base to other scholars and researchers interested in carrying out further research in this field subsequently.
1.8	Definition of Terms
Outsourcing: Outsourcing refers to the process whereby an organization give a part or whole of her business function to an external service provider. Sen and Shiel, 2006, referred to outsourcing as the practice of transferring activities traditionally done within a firm to third party providers.
Human Resource: Organizations have two major resources in their capacity. The first include the material resource which include machines and apparatuses. This start working by control of an external agent. The second is the human resources of the organization which include the human beings, workers working in the organization. The summation of the physical and intellectual contributions, skills and workmanship of the people working in the organization make up the human resources of the organization.
HR Outsourcing: Human Resource Outsourcing is the process of transferring the human resource functions and activities of an organization to a third-party agent.
Strategy: Strategy refers to the way and method of achieving set goals and objectives. It refers to plans made and method adopted by organizations in reaching their set destinations.
Competencies: There are two types of competencies of an organization, the non-core and the core competencies. The non-core competencies of an organization refer to those activities that are not primary to the reason of the existence of the organization. While the core competencies refer to those areas that are primary to the purpose and reason of existence of the organization. 
Cost Reduction: This refers to the process engaged by an organization to as much as possible bring down the cost incurred by the organization.
Organization Performance: This can be simply defined as the end result of an organization’s productivity process. It refers to the state or level of performance attained by an organization.
Efficiency: This refers to the quality of an organization in terms of output, production process and the process of rendering services to consumers. Organizations seek to be efficient as this is very key for them to continue surviving in the competitive environment.


CHAPTER TWO
Literature Review
2.1	Introduction
This chapter reviews the literatures on the concept of outsourcing, organizational performance and the relationship between them. It also explores the conceptual framework, theoretical framework and the empirical preview of the study.
2.2	Conceptual Framework
2.2.1	Concept of Outsourcing
The definition of outsourcing is referred to as a perceptive of management, in which a corporation appoint as representative a number of noncore functions to services suppliers that are characterized of efficiency and expertise. In other words, outsourcing (derived from outsource i.e., external source) can be referred to as the purchase of goods or services that were internally provided at an earlier time (Elmuti & Kathawala, 2010). Outsourcing is conceived to be one of the major fundamental principles in the time of global market and e-economy, regarding the modern method to fix the eyes on the correlations among corporations. There is no structured particular course of action presented that is capable of providing the approval and encouragement to the govern of the evolution of an all-inclusive outsourcing procedure without being affected by outsourcing large distribution, huge business cases and big deals of material that provides official information able to be obtained on network or press (Franceschini & Galetto, 2013). 
Cost-effectiveness and the restructuring of producing are conceived as the most significant factors that cause outsourcing to happen or develop. Outsourcing can help corporations' determined exertions to be centered on core business, medium/long-term goals and chances of diversification (Linder, Cole, & Jacobson, 2012). The outsourced and the outsourcer are perceived to be the major actors of outsourcing procedures, the outsourced (customer), outsources his procedures, while on the other hand the outsourcer (the enterprise) delivers outsourced services, the interface pertaining to an organization is perceived as the owner of the procedure, regarding the two enterprises in the time of all the outsourcing activities (Franceschini & Galetto, 2013).
Whenever an organization establishes a contract with another organization in order to either provide a service or a product that is characterized by vital importance, outsourcing eventuates. Internal traditional work is transferred to an outside supplier, in addition to the employees being on numerous occasions shifted to the provider of the service, outsourcing varies from alliances or collaborations or joint ventures because resource flows are one-way, from the provider to the client, there is typically no sharing of profit or mutual contribution (Belcourt, 2016). Nearly all companies are outsourcing, and the trend is growing, in a study conducted by Hewitt Associates, (94) percent of companies subjected to the survey said they had outsourced one or more human resources functions (Gurchiek, 2015), in the event that the company needs experts and cannot afford to hire or train them, it may be a way to outsource them.
The outsourcing role is not as clear as an internal department that carries out same tasks. Many companies opt to outsource a struggling unit, for example one where workers are not doing well. Outsourcing decreases head count as well, in the public sector head counts are of great importance; the fewer payroll workers, the more satisfied the tax payer, there is an indication that the system is not as effective and problem-free as expected for companies with expertise in outsourcing (Belcourt, 2016).
2.2.2	Concept of Human Resource outsourcing
Outsourcing human resource activities is described as the purchase from external vendors of a value-creating activity that either was or could have been done within a firm (Gilley &Rasheed, 2010). In the same vein, Michel, Michel, Paul & Michelle (2010) define human resources outsourcing (HRO) as the contracting out of part or whole HR activities to an outside supplier, in opposition to internal procurement whereas the activity is performed by the employees of the organization. Human Resource outsourcing is ‘a process of replacement of in-house provided activities by subcontracting it out to external agents’ (Irefin, Olateju, and Hammed, 2012). Human resource outsourcing typically involves transferring one or more of an organization’s human resource activities to an outside service provider or vendor. Many organizations begin to discover the important of outsourcing and started to extend this practice their business operations. 
Obviously, many researchers posit that outsourcing, encompasses a wide spectrum of activities, ranges from manufacturing operation to research and development, logistics and marketing, information technology, HRM and accounting (Gilley, Charles, Rasheed. 2004; Peter & Helen, 2014). Consequently, is the process of contracting overall or part of an organization HR functions to external provider. In making outsourcing decision, organizations need to consider the likely impact of outsourcing activities on the organization’s performance. Advocates of the resource-based view (RBV) of the firm (e.g., Barney, 2019; Ulrich, 2016) believe that outsourcing can be productive to the development of the core competence of the organization – especially in relation to HR practices. To do this, organizations may need to distinguish between “core” and “noncore” activities. Finn (2019) argued that a basic distinction can be made between HR “core” and “noncore” activities.  The core activities he described as the organization’s core competency that create unique value for employees, customers, and investors and also give the organization a competitive advantage. The non-core activities would be transactional work such as routine personnel administration (e.g., payroll and pension), and professional HR advice (e.g., legal advice related to employment regulations) that can be easily duplicated. Whether outsourcing or in-sourcing, the decision should be based on a solid analysis of alternatives and the availability of resources and capabilities of organization in accomplishing the mission and objectives.
2.2.3	Reasons for Human Resource Outsourcing
Many reasons at both the strategic and operational level have been highlighted why organizations decide to outsource HR activities. As Greer, Youngblood, and Gray (2019) observed, HR outsourcing decisions are frequently a response to an overwhelming demand for reduced costs for HR services. However, this often eventually leads to downsizing. Downsizing and tougher competition mean that the HR functions is under increasing pressure to demonstrate value, both in terms of efficiency and effectiveness (Roberts, 2011). Notable among reasons why organization embarks on HR outsourcing are cost reduction, focus on core competency, competitive advantage, efficiency and technology advancement.
a. Cost Reduction
One of the most frequently named drivers for organization to embark on outsourcing is cost reduction. Many organizations both private and public preferred to outsource non-core activities due to the cutting down cost of production. Organisations cannot increase their production cost due to the high level of competition in today’s markets. It is necessary for organizations therefore to search for strategies which lower asset costs (Gilley and Rasheed, 2010; Hansen, 2019; Potkány, 2018).HR manager considers the cost whether it will be able to accommodate the expense or not. For instance, a small business organisation where the budget is limited, prefers to outsource HR employees rather than building and maintaining for a large group of people and to meet the needs of another department at the same time. An in house employee will cost you a salary, benefits, training, payroll taxes, equipment and office space. When you engage the services of a consultant firm you are only required to pay on hourly or monthly basis depending on the job you require. However, this depends on organization negotiable power with the vendor (Fapohunda, 2013). 
b. Focus on Core competencies
In order to reduce load of existing HR staff organization seeks outsource HR activities in order to focus primarily on strategic decision marking and develop core competencies (Hansen, 2019). Similarly, Cook (2019) view that outsourcing HR activities can allow managers to pay attention to their core business rather than spend valuable time on HR activities that are becoming increasingly more complex and advanced. Outsourced human resource employee enables HR manager to remain focus while assuring the fact that they have taken care of all the complex human resource paperwork and other necessities. The fact remain that Human Resource managers can perform more strategic roles by contributing to establish the company’s future goals and plan to achieve them rather than spending time on staff payrolls or keep checks on absence records (Peter & Helen, 2004).
c. Competitive Advantage
Human resourcing outsourcing has been described as a strategy used by organization to achieve competitive advantage. In this present age, organisations are faced with hyper competition and need to have adequate resources to achieve competitive advantage is paramount. The quest of having the required resources to stay on top cannot be overemphasized. The primary resources regarding a firm’s competitive advantage include its physical asset, financial capital, human resources, organisation system, technology and knowledge, and intangible assets (Barney 1991; Porter, 1985).  With outsourcing, organization is able to achieve competitive advantage over its competitors.
d. Efficiency
To maintain an efficient and productive workplace is another strategic motive for outsourced.  Advanced human resource technology developed by deployed individuals, employees and providers helps to focus on other human resource functions such as payroll, benefit administration and acquiescence and consent management. Sravani (2016) argued that outsourcing helps the employees, supervisors and managers focus less on the paperwork and rather helps them to be more focused and concentrated on how to improve the quality, efficiency and effectiveness of the workforce. Once you begin to outsource from an organisation the employees become more efficient and the HR administration becomes more professional in their work. They also use highly advanced technology and devices to make the organizations more organized and productive.
e. Technology Advancement
Another factors leading to HR resource outsourcing is technology. Technology used to be a facilitator rather than a driver of change, though many delivery models would not have possible only a few years ago without technological innovation (Reilly, 2016).Outsourcing encourages a company to gain access to new skills and modern technology not available internally. Modern equipments and systems require specialized skills and experts to perform their functions efficiently. Technology encourages companies to replace outdated systems and improve service delivery. Many software programs are self-automated hence making it easier for the employees to easily handle HR clerical and paper works on their own.
2.2.4	Outsourcing Human Resource Activities
Human resource outsourcing is no more a new phenomenon in Nigeria and all over the world. Both private and public organizations have been outsourcing various components of human resource functions, such as payroll and benefits administration, for years. Lievens and De Corte (2008) argue that outsourcing HR functions refers to the practice of turning all or part of an organization to an external provider or providers. Many researchers and literatures have been focused on which of the human resource functions are commonly outsourced by organizations (Finn, 2009: Cicek & Ozer, 2011: Quartey, 2013), Hall and Torrington (2018) viewed that the HR activities most likely to be outsourced were: training and management development, recruitment and selection, outplacement, health and safety, quality initiatives, job evaluation, and reward strategies and systems. In support of Hall and Torrington’s findings, Shaw and Fairhurst (2017) found that training and development along with facilities management were the most likely areas to be outsourced.
According to Beaman and Eastman (2014) the human resource activities that are commonly outsourced are recruitment, payroll and more so training and development. Norma (2009) asserts that Payroll processing involves perhaps the most transactional, routine activity involving HR and is the most frequently outsourced HRM activity. Also, Hewitt Associates (2007) and Klaas et al. (2011) found that the most common outsourced HR functions are payroll administration, recruitment and selection, training and development, and performance management including the administrative functions of the Human Resource Departments. According to Sarwar, (2013) training and payroll listed as the most favorite areas of HR outsourcing. In addition, recruitment, taxation, and legal compliance are most common functions which are outsourced very often. He reiterated further that employee relations, HR planning, career management, and performance appraisal are less likely to be outsourced, as these activities are considered to be the core competencies by some organization.
Manisha & Deepa, (2011). Posited that a study on HR Department Benchmarks and Analysis2007 available from The Bureau of National Affairs, (BNA), U.S.A. reports that 72% of surveyed employers outsource at least one HR activity. They reiterated that the five most commonly outsourced HR activities, according to this study are: employee assistance/counseling, pension/retirement plans, other employee benefits (health, medical, life insurance, cafeteria, etc), Training and Payroll. HR outsourcing can happen in areas such as payroll, employee benefits administration, recruitment, training, health and safety, security, and hardware. More so in Nigeria, the most common processes outsourced are related to payroll administration, recruitment and selection, training and development, performance management and health and safety (benefit). More so, there are no clear patterns of the types of HR functions that are outsourced. HR functions are usually either partially outsourced or completely outsourced. The difference is that when functions are partially outsourced, the organization co-manages the function with the vendor when it is completely outsourced, the vendor takes full responsibility.
2.2.5	Benefits of Human Resource Outsourcing
Organizations outsource various jobs to achieve many benefits and compete in global market, but the most prominent advantage as widely documented seems to be the fact that it often cost reduction. Organizations that provide outsourcing services are able to do the work for considerably less cost, as they don't have to provide benefits and incentives to their workers and have fewer overhead expenses to worry about. Hence, to avoid large capital expenses and control operating costs organization prefers to outsource HR employees rather than building and maintaining for a large group of people and to meet the needs of another department at the same time.
Achieving competitive advantages is another benefit derived by outsourced company. (Porter, 2015) asserts that it allows a firm to focus on activities that represent its core competencies thereby creating competitive advantage while reducing cost. Organizations through outsourcing achieve competitive advantage and gain profit from the suppliers who can in turn focus on developing their own specializations. Related to the idea of competitive advantage is the issue of core competency. HR Outsourcing enables organizations to focus on their core business functions that they can best performed and sustained. By outsourcing non-core activities, an organization can free up resources to sharpen its focus on core competences.
The next benefit is direct access to technology. Outsourcing in human resource administration prevents the company from further investing into human resources. Technology changes rapidly and following all the developments is very time and resource consuming. Outsourcing can shorten the learning curve of new technologies and reduce cost spent on training (Fapohunda, 2013). Added to this is outsourcing provides an organization the advantage of quality improvement of human resource employees. The technology and standards introduced by the outsourced company will ensure a great level of motivation within the employees of the company.
An increasing time delivery is another advantage derived by outsourced company. This “just-in-time” deployment of human resources also brings other advantages of saving direct costs (e.g., reducing headcount and overtime working) and indirect costs e.g. cutting administration and backup costs, saving recruitment  and training costs, saving absenteeism costs, and reduced industrial relations problems ( Manisha &Deepa, 2011).
Greater flexibility and efficiency is another prominent benefit of outsourcing. By outsourcing firm can cater with fluctuating labor requirements with the help of subcontractors. Firms can save the direct costs by the on time provision of the human resource (e.g., reducing headcount and overtime working) and indirect costs becomes more important than saving cost and outsourcing provides flexibility and efficiency both in terms of people and technology.
Sarifuzzaman  (2012) identifies main reasons and benefits that drive in-sourcing to outsourcing  among others are to: improve company focus,access world class capabilities, accelerate reengineering benefits, share and minimize risks,  free resources for other purposes, infuse cash into the organization, make capital funds available, reduce and control operating costs, provide resources not available internally, manage or control difficult or out of control functions, provide the organization‟s buyer (s) with greater flexibility, improve efficiency and to establish competitive advantages, and gain access to technology that would be too expensive to duplicate internally.
Goffredson, Puryear, & Philips (2015): Lojeski (2014) reported that the strategy of outsourcing indeed significantly improves organizational performance. In a rivalry intensity environment, many organizations use outsourcing as a way to perform routine business functions to enable them focus corporate resources mainly on those activities where clear differentiation advantage can be developed in their value chain to satisfy their customers. 
Elmuti (2013) identifies ten reasons/benefits for outsourcing which are to: reducing cost, improving quality, improving delivery and reliability, using resources not available internally, accessing new technology, accessing materials only available abroad, establishing presence in a foreign market, maintaining sufficient flexibility to respond to market conditions, reducing the overall amount of specialized skills and knowledge needed, making capital funds available for more profitable operations and focusing on core competencies.
Many organizations in Nigeria have focus on the benefits outsourcing to annex maximum advantages, achieve sustainable growth and improve organizational performance.
2.2.6	Challenges of Human Resource Outsourcing 
Despite the rising popularity of outsourcing organizational activities, the practice is not without pitfalls. The biggest challenge of outsourcing in employee’s mind is low morale.  Outsource HR practice in most cases come up with less wages, job losses and pay cuts which brought about low morale and low productivity. Researchers suggested that outsourcing can produce negative feelings in employees that remain in-house, and as a result these employees may suffer from job insecurity, decreased productivity, decreased employee morale, decreased employee loyalty, increased absenteeism, and increased employee turnover all may have negative effect on organizational performance (Kakabadse & Kakabadse, 2012; Sarifuzzaman, 2012).
Loss of management control is also another challenge in outsourcing because outsourcing requires managers to relinquish control of certain functions. For instance, when organization is having high competitive advantages, products and services should remain within the company whereas organizations may be better off to look for alternatives such as external vendors or buying a product off the shelf where they have less competitive advantages (Quinn, 1999).  Some specific areas include payroll, pension and benefits administration, training and development, recruitment and selection are considered as non core activities and decrease profitability of organization, management can handover their control to vendors. However, areas of strategic control may place the company in a vulnerable position if they are contracted out.
Domberger (2018) believes outsourcing HR could lead to loss of in-house knowledge and skills. He reiterated that, similar to the issue of lost in-house knowledge and skills, is the issue of lost organizational innovation and knowledge when outsourcing occurs. Research has also shown that organizations may experience low in organizational productivities, as a consequence of this loss of employee skills and knowledge (Berry, 2015). More so, since outsourcing will often displace employees across the organization and may reduce the overall number of staff, in many instances the organization will experience resistance to outsourcing, a loss of productivity, low employee morale and high turnover during and after the transition.
Another constraint of HR outsourcing is managing the relationship between organization culture and the vendor. The outsourced organization culture may be differing from that of the vendor. Meshing the two corporate cultures is often one of the most difficult tasks in a vendor relationship, since it requires a good communication infrastructure something most organizations are lacking. In fact, the existing organizational culture is disturbed when an external outsourcing agent enters the organization (Hemmington and King, 2010).
In Nigeria, outsourced staff is treated as sub-human. Consequently, instead of Building Human Capital, ‘outsourced system’ is destroying Human Capital. For instance, there is no provision for them to be trained. Therefore, they cannot become professionals (Adeleke, Olajide & Bolanle 2014). Many workers were facing downsizing by outsourced organization. As a result organization lay off many workers due to outsourcing practices. Indeed, this action rendered many workers jobless.  Those that might fortunate to retain become outsource staff working on the condition of job insecurity in organization. They were deprived of many benefits such health and safety, insurance, holiday allowance, training, flexible working condition among others by outsource service providers. This action could result in to employee job dissatisfaction, poor commitment and low productivity. 
2.2.7	Elements of Human Resource Outsourcing
The outsourcing role involves creating a healthy working atmosphere in which the capacity of the workforce is fully exploited for both the workforce and the organization. Given these critical roles, there was a continuing debate about not abolishing the HR feature (Igbinomwanhia et al., 2013). A Survey of the current status of HRO amongst the members and their organizations, the Chartered Institute of Human Rights and Development (CIPD, 2009) indicates that the use of
a. Recruiting Process Outsourcing (RPO)
Outsourcing the recruitment process is a long- standing and rapidly increasing process. RPO has evolved in terms of size, range, and length in a natural outgrowth of mass recruitment procurement and. RPO uses two main reasons to outsource the necessary expertise and cost reduction (Norman, 2009).
b. Training and Development
While training is outsourced by companies for a long time, the level of outsourcing is rapidly increasing. The number of training projects and the nature of these projects   has   increased   (Friedman,   2005)   as   an expanding partner for training and development activities. The strategic importance of outsourced education in the study was emphasized by Gainey and Klass (2013), the researchers use the options cost economies, the theory of social exchanges, rehabilitation to identify factors designed to influence the satisfaction of customers with external training providers. Results show that the relationship is mediated by socially-oriented trust and contractual specificity (Norman, 2009).

c. Compensation and Salary Surveys
Frequently consultants like the Hay Group, Hewitt, make executive compensation. The issue of collaborating with other companies to set rates is one of the benefits of outside the wage survey system which is special to this HRM sector. Employer organizations, by subcontracting this operation, often prevent too much participation in industry data collection on pay rates (Çiçek & Özer, 2011).
d. Organizational Design and Development
This is a field practiced by policy advisors and HR consultancies, due to the access needed for these activities by senior organizational leaders (Çiçek & Özer, 2011).
e. HRIS/HRIT: Human Resources information system or human resources information technology
Accenture builds on its IT outsourcing strength to link information technology to HR through enterprise resource programs such as SAP, PeopleSoft, and Oracle. Also, this is the foundation of HRO structures of multi-process. The licensing costs for ERP technology levied by Oracle and SAP were substantial savings in size (Norman, 2009).
f. Payroll
Payroll processing could be the most often outsourced and transactionally repetitive HR-related HRM task (Çiçek & Özer, 2011).
2.2.8	Concept of Organizational Performance 
Organization performance is a broad concept and an open question with finite research studies on definitions and measures. Organization performance is a significant parameter mainly described as a dependent variable which looks to produce alteration of performance. Organization performance may be measured in terms of production output, profitability, sales turnover, market share, and so on. Organization performance is the degree to which the organization attain a set of expected targets that are in line with its vision and mission. The most common performance drivers include: customer satisfaction, cost efficiency, good management of resources, value creation innovation and profitability, all which are accomplished through, proper implementation of strategies and control used by the organizations. The essential success determinant for organization performance comprises of access to right knowledge and skills, proper planning, innovation and flexibility. 
Organization performance measures can be divided into two categories which are financial and non-financial measures. Financial measures consist of return on equity, profit, return on assets, market share while non-financial performance measures consist of use of resources, innovation, quality of service delivery, strategic focus and employee development etc. From the study of Gathungu and Mwangi (2012), anticipating the capabilities of the organization is relevant for the organization especially in the identification and evaluation of opportunities within the organization’s environment through analyzing or examining a new technology, penetrating into markets and being attentive to customers.
2.3	Theoretical Review 
2.3.1	Transaction Cost Theory 
A British economist called Ronald Coase came up with the theory of transaction cost in 2017 and later an American economist called Oliver Williamson refined it in 2015. The theory explains transactions between an organization and vendor. The transaction cost theory explains the grounds on which the decisions of making or buying are made. The theory has been extensively utilized in explaining strategies adopted by corporations such as franchising, vertical integration and internationalization (Boison et al, 2022). OECD defined transaction cost as the cost that is incurred in foreign market exchange. The costs consist of the costs of establishing the prices in the market and the cost of contract writing and enforcement. The theory ultimately assists in assessing the costs and the risks that are involved in outsourcing of internalized activities. The theory plays a role assisting organizations make a decision of ether outsourcing HR functions or not. It also helps in explaining the transactions between the organization outsourcing its HR function and the firm offering outsourcing services. 

2.3.2	Agency Theory 
Barry Mitnick (2013) is the proponent of the agency theory after developing on Stephen Ross (2016) agency theory of economic. The agency theory tries to address the problems that occur in organizations due to separation of owners of the business and managers engaged by the owners and emphasizes on the reduction of the problem. This theory has been used to explain the situation in which one party delegate’s responsibility for a task to another party (Fama, 2010). The party that is delegating the work is called the principal and the one to who tasks are delegated to be the agent. The original purpose of formulating the agency theory was to define and manage the relationship and behavior that exists between the principals (shareholders) and their agents (directors or managers employed by shareholders) in organizations (Boison et al. 2022). The agency theory has been used in this study to illustrate the relationship between two inter-firm subjects, outsourcer (the principal) and outsources/vendor (the agent).
2.3.3	Knowledge Based Theory
Knowledge sharing play an important role in the success of outsourcing arrangement where it create a positive impact in managing relationship between partners. Vendors can adopt opportunistic behavior for its own advantage at any time the opportunity or chance arises. Opportunism can be described as the tendency to mislead clients in order to obtain high benefit. Opportunism is expected to appear in relationships where there is an agent (or vendor) and a principal (or client or outsourcer). Moral, social norms, and damage of reputation reduce the risk of opportunism to a certain level but cannot avoid all opportunistic behaviors (Wilkins, 2009). Opportunism generally consist of three indications, which are moral hazard, adverse selection and imperfect commitment. Moral hazard arises when it is not feasible for the client to consider the vendor’s behavior without acquiring additional costs. 
In cases where the outsourcer cannot notice poor performance, the vendor can accuse poor performance on factors above its control. Adverse selection rise when the client cannot investigate the vendor’s characteristics. If the client fails to deal with adverse selection, the client will meet complications in selecting a suitable vendor. Finally, lack of commitment which indicate the incapacity of the vendor and the client to entirely perpetrate in business relationship (Bremmer, 2008).
2.3.4	Adopted Theoretical Framework
The study adopted transaction cost theory. This approach looks a company as a set of unique strategic resources, able to create a sustainable competitive advantage. Its objectives to figure out competitive advantages and limitations of resources in adopting these advantages, as well as to look at a company’s capability to identify such advantages, develop and protect them (Bustinza et al., 2010). The resource-based view in outsourcing, develops from a recommendation of an organization that lacks useful, insufficient, exceptional resources and capabilities, organization should look for an external provider in order to overcome that weakness. Therefore, those resources are useful for the organization because it assists the organization to carry out strategies in an effective way that enhance efficiency and effectiveness of the organization.
2.4	Empirical Review
This section contains some of other studies related to outsourcing and its performance. Manisha and Deepa (2011) raised concerns about the future purpose and contribution of HR professionals because some functions will be transferred and the strategic and management complexities of HRO deal. Outsourced practices consist of sales and marketing, security services, manufacturing, logistics, transport, HR, research and development, IT, management services and administration, customer support, cleaning and catering (Chanzu, 2002). Outsourcing practice for the intended of this study was HR.
Musubika (2010), studied about the impact of outsourcing on organizational performance in Century Bottling Company Limited, problematic of the study based on the benefits and challenges organizations face in outsourcing their non-core activities. The data was gathered and then analyzed to meet the purpose of the study though with various limitations ranging from financial constraints to time constraints. The findings show that organizations outsource to get special expertise, speed up delivery of services, decrease cost and get enough time to focus on their core activities. The study recommends that organizations should outsource some of their services so as to reduce costs and emphasize on core activities. The gap is that the research has not emphasized on the contribution of outsourced activities on the organizational performance.
A study conducted by Greev, et al. (1999) established that organizations outsource HR for both strategic and operational purposes. Their findings recommended the following guidelines of HRO: vendor selection, outsourcing transition management, vendor relations management and vendor performance monitoring. Outsourcing happens in HR functions include training & development, recruitment, payroll management, employee benefits administration and management of short-term contracts (Maende, 2010). 
Mumbi (2012) stated that recruitment, training & development, job description, job evaluation and employee relation are the most outsourced HR functions by many organizations in Kenya. According to Manisha and Deepa (2011), organizations engage in human resource outsourcing due to the following reasons: the cost reduction, technology adaptation, risk diversification and to increase productivity. Successful HRO arrangements start with carefully examining aspects such as stock taking of the internal processes of the HR department, developing realistic and achievable goals and sourcing for a vendor that will fit the organization’s culture. Most organizations use pricing a factor of selecting vendors. 
Lawal (2000) stated that an organization is considered to be performing when it has the ability of achieving its desired goals, that is measurable in terms of profit, growth, surviving in a competitive environment and the ability to adopt to environmental changes. He further stated that the qualities of the top-level management team, stability of executives, availability of resources, enabling environment and strategies adopted contribute to the success of organization. Osuagwu (1999) is of the view that strategic factors (the strategic planning process and the content of strategic plans) are essential to the survival and growth of organizations.
Muweesi (2011), studied about the effect of outsourcing on organizational performance in private organizations in Uganda a case study of Uganda Telecommunication Limited, problematic of the study based on how Uganda telecommunication Limited have outsource part of their business activities such as selling airtime and provision mobile money services as a way of improving their performance. However, they have not entirely realized the full benefit of outsourcing. This study used quantitative method as a research design, purposive sampling technique was used to select the managers while simple random was used to select the rest of respondents. The findings disclosed that outsourcing of Uganda Telecommunication Limited positively contributed to cost efficiency. The study determined that outsourcing at Uganda Telecommunication Limited in some way positively contributed to profitability at a lower level. Concluded by recommending the companies that are part of Uganda Telecommunication Limited to outsource more in order to benefit more on cost efficiency.
2.5	Research Gap
As conclusion, all these studies have dealt with the contribution of outsourcing to the organizational performance. The main problem was the suffering of organizational performance due to a various number of reasons among which outsourcing strategy played 11 a big role. They used questionnaires, interviews and observation to collect data and analysis was made manually. All studies found that the outsourcing activities contribute to the firm’s performance. Outsourcing has been credited to increase the organization growth in terms of profitability and productivity. But the common gap is that the evidence provided by all those studies about outsourcing and its positive impact on the organizational performance is vague. Therefore, this study will greatly emphasize on that gap in order to clarify and complete them.

CHAPTER THREE
methodology
3.1	 Introduction
This chapter presents the procedures, methods and techniques the researcher adopted in the research work. Research work most often than not is appraised based on the quality and accurateness of the analysis and information it provides at the end. However, this is dependent on the nature of data collected during the research. As a result, this chapter looked at how data were gathered for the research. The methodology enlightened on the tools or techniques for research design, data collection, the population and sampling techniques, data sources, data collection instruments, and data analysis plan.
3.2	Research Design
A research design is the general plan of how one goes about answering the research questions (Sauders, Lewis & Thornhill, 2007). To achieve the objectives of the study, a descriptive survey research design was adopted in order to enable the researcher carry out in-depth investigations leading to the understanding of the effect of human resource outsourcing in BUA Manufacturing Company, Lagos. Survey design can be viewed as an approach for organizing data systematically and studying the object in group (Kothari, 2006). Survey design approach was selected because this could bring a researcher to an understanding of a complex issue and can extend experience or add strength to what is already known through previous research in the social sciences (Yin, 1997).
3.3	Population of the study
[bookmark: _Hlk120470108]Mugenda and Mugenda (2003) described research population as a complete set of individuals with some common characteristics to which the researcher wants to generalize the results of the study. The target population of this study is made up of the entire staff members of selected branches of BUA Group in Lagos Metropolis respectively. The BUA respondents according to the official portal and Annual Report of the firm in 2019 showed that the organization has one hundred and thirty-two (132). The targeted population of this study is believed to have experience and knowledge in the area of study.

3.4 Sampling Design and Technique 
Sampling ensures that some elements of a population are selected as representative of the whole population. In this section, detailed description of sampling frame, sampling technique and the actual sample size will be provided. 
3.4.1 Sampling Frame 
According to Saunders, Lewis and Thornhill (2009), a sampling frame is a list of elements from which the sample is actually drawn and closely related to the population. According to Cooper and Schindler (2003), a sampling frame defines a set of elements from which a researcher can select a sample of the target population. The sampling frame for this study was a list of all working and administrative staff in BUA Group as provided by the organizational portal. The employees were categorized into working and managerial staff.
3.4.2 Sampling Technique 
To ensure fair representation and generalization of the findings to the general population, proportional stratified random sample was used. According to Walimann (2005), proportional stratified sampling is used when the cases in a population fall into distinctly different categories of a known sample of that population. When proportions of the different strata in a population are known, then each stratum must be represented in the same proportion within the overall sample. Coopers and Schindler (2000) support this when they contend that stratified sampling gives statistical efficiency increase on a sample which provides adequate data for analyzing the various sub-population and enables difference research methods and procedures to be used in different strata. 
3.4.3 Sample size 
According to Smith, Thorpe and Jackson (2008), a sample refers to a subset of those entities that decisions relate to. They poised that the sample must be carefully selected to be representative of the population and the researcher also needs to ensure that the subdivisions entail in the analysis are accurately catered for. Mugenda and Mugenda (2003) suggests that for descriptive studies at least 20% - 50% of the total population is enough. The sample size for the study was determined by Krejcie & Morgan (1970) which is most viable for when considering the dualistic nature of data such as the working and managerial staff. 

Where;
 = the table of the chi-square for 1-degree f freedom at the significant level of 0.05% (3.841).
N = population size which is 132
P = the degree of accuracy expressed as a proportion in which the proportion of the population assumed to be 0.5, since this would provide the maximum sample size.
e = the degree accuracy otherwise regarded as the alpha or significant level = 0.05
Krejcie and Morgan (1970) recommended the use of 0.50 as an estimate of the population proportion to maximize variance, which will also produce the maximum sample size. So, at 95% confidence level, P = 0.5, (1 −) ≈ 1. 




Therefore, the sample size = 98
3.5	Research Instrument
The study used a well-structured questionnaire as data collection instrument. It relied majorly on primary data using a questionnaire, which was administered on drop and pick from selected respondents in the BUA Group in Lagos. Likert scale of five (5) points was used to enable the respondents give their opinions to 16-items in the questionnaire based on the following grades: Strongly Agree (SA) = 5, Agree (A) = 4, Undecided (UN) = 3, Disagree (D) =2, and Strongly Disagree (SD) = 1.


3.6	Validity and Reliability of the Instrument 
Validity of the questionnaire was tested. According to Mugenda and Mugenda (2003), validity is the accuracy and meaningfulness of inferences, which are based on the research results. To ensure content validity, the questionnaire was subjected to thorough examination the supervisor who evaluated the statements in the questionnaire for relevance and whether they were meaningful and clear. On the basis of the evaluation, the instrument was adjusted appropriately before subjecting it to the final data collection exercise.
The reliability of the questionnaire was also tested. Reliability is the consistency of a set of measurement items (Cronbach, 1321). Reliability is the consistency of measurement, or the degree to which an instrument measures the same way each time it is used under the same condition with the same subjects. A measure is considered reliable if a person's score on the same test given twice is similar. The questionnaires were coded and responses input into SPSS which was used to generate the reliability coefficient. The researcher used the most common internal consistency measure known as Cronbach’s Alpha (α) which was generated by SPSS. The recommended value of 0.7 was used as a cut–off of reliability for this study.
3.7	Sources of Data
Primary and Secondary data will be employed in this study. The reason behind the use of primary data was simply because of research philosophy which requires inquiring into what individual participants or elements say about the effect of human resource outsourcing in BUA Manufacturing Company, Lagos with respect to employee and the study solicit for secondary data to complement the search for more information that can’t be collected through questionnaire.
3.8	Method of Data Collection
In order to meet the objective of the study, the researcher developed questionnaires to collect data. Questionnaires are used primarily in survey research, but also in experiments, field research, and other modes of observation (Singleton, Straits & Straits, 1993), for the purpose of gathering information. The questionnaires were used to obtain primary data from the sampled population. All the respondents were asked the same questions in the same order. The questionnaire contained only the closed ended questions. A five (5) Likert type scale was also included. It was standardized and completely predetermined. The main advantage of the instrument is that it allows the researcher to control and focus responses to the research objectives, thereby enhancing the relevance of the data to be collected.
3.9	Method of Data Analysis
The collected data would be analyzed using the descriptive and inferential statistics. The acquired data would be analyzed by quantitative approach. The data obtained from questionnaire would be entered into a computer and analyzed using Statistical Package for Social Sciences software. The data was summarized and presented using tables, bars, charts, graphs and percentage. The primary data collected was also analyzed using the Regression Analysis to test the level of significance and effect of the identified independent variable and dependent variable.


CHAPTER FOUR
Data Presentation, Analysis, and Interpretation
4.0	Introduction
This chapter is concerned with the presentation, analysis, and interpretation of data gathered from the responses to administered questionnaires. It also includes an empirical testing of hypotheses made, conducted on the study and each of their interpretations. It should be noted that Statistical Package for Social Science (SPSS) version 25.0 was used for descriptive and inferential statistics. 
4.1 Presentation of Data
The research questionnaire was administered to one hundred and thirty-two (132) employees which represents the sample size of the study population from the selected branches of BUA in Lagos Metropolis. Of this lot, ninety-two (92) questionnaires representing 69.7% of the total sample size were returned, and forty (40) questionnaires representing 30.3% were not returned due to misappropriation and incomplete information in the enumeration exercise. The table below shows the details at a glance.
Table 1: Sample Size Returned
	Questionnaire
	Frequency
	Percentage

	Returned
	92
	69.7%

	Not-returned
	40
	30.3%

	Total
	132
	100%


Source: Author’s computation, 2025
Table 1 show that out of the 132 copies of questionnaires administered at the sampled manufacturing firm, 92 questionnaires that are 69.7% were returned as duly completed and used for further statistical analysis and by implication, the response rate was good to further enhance the accuracy of the findings.
4.2. Demographic Characteristics of Participants
The study collected information on demographic characteristics. Detailed results on each of the demographic profiles of respondents are presented below:
Table 2: Demographic Characteristics of the Respondents
	Question
	Response
	Frequency
	Percentage (%)

	Age
	18-25
26-35
36-45
45 years & above
Total
	26
44
20
2
92
	28%
48%
22%
2%
100%

	Marital status
	Singled
Married
Divorced
Widow/Widowers
Total
	63
29
-
-
92
	69%
31%
-
-
100%

	Gender
	Male
Female
Total
	47
45
92
	51%
49%
100%

	Religion
	Christianity
Islam
Tradition
Others
Total
	37
55
-
-
92
	40%
60%
-
-
100%

	Educational level
	Primary
SSCE O/L
NCE/OND
B.Sc./HND
M.Sc.
PhD
Others
Total
	0
10
17
50
7
0
8
92
	0%
11%
18%
54%
8%
0%
9%
100%

	Working experience
	Below 3 years
3 – 7 years
8-15years
15 years above
Total
	23
9
45
15
92
	25%
10%
49%
16%
100%

	Mode of Appointment
	Permanent
Contract staff
TOTAL
	38
54
92
	41%
59%
100%


Source: Author’s computation, 2025
4.2.1	Age of Respondents
Table 2 project the age distribution. The results showed that majority of respondents were in the age bracket of 26 – 35 years which represented 48% of the total staff strength of the sampled manufacturing firm. This was followed by 18 – 25 years representing 28% of the respondents and 20 representing 22% were between the age group of 36 to 45 years. Interestingly, the aged 45 years plus were only 2 representing 2% of the respondents. This could be as a result of two factors namely; education and the nature of work which require active young generation with innovative talent and high literacy level popularly attributed to BUA.
4.2.2	Marital status
The table equally classifies the respondents by marital status which shows that 63 of the respondents are singled represented 69% of the total population and 29 of the respondents were married represented 31% of the total participants in the study. Therefore, there is more singled staff than married ones in the selected manufacturing firm.
4.2.3	Gender
Table 2 further classifies respondents by sex. The result shows that the questionnaires were filled by 47 males (51%) and 45 females (49%). Therefore, the ratio and proportion of male to female participants in the study is so close which implies that there is no gender discrimination in the apex of administration and outsourced staff in the sampled manufacturing firm.
4.2.4	Religion Background of the Respondents
The analysis revealed that major participants in this study believed in Islam. Specifically, the data showed that 55 of the respondents representing 60% were Muslims while a total of 37 representing 40% of respondents were Christians. This figure is true of the working area dominated by Muslim majorities in the selected manufacturing firm.
4.2.5	Educational Level of Respondents
The next characteristic examined was the educational level of the respondents. Analysis showed that, the majority of the respondents were degree holders. There were 50 B.Sc./HND representing 54% while 17 representing 18% were holders of Intermediate Certificates (NCE/OND). In addition, 9% were Holders of other certificates in manufacturing firm related Professional courses like ACIB, ACAN & ICAN and 7 representing 8% were Master holders. This implies that there is high level of literacy staffs in the sampled manufacturing firm that are well exposed to manufacturing firming and financial ethics to the organizational effectiveness of this study in finding nexus between outsourcing-HR and organization efficiency.
4.2.6	Working experience
The next sample characteristic examined was the number of years that the respondents have been in the industry. The results showed that, 45 respondents representing 49% have been in the industry between 8 and 15 years calendar months while a total of 15 representing 16% have been in the industry for the period of 15 years and above. It was equally found that, 23 respondents representing 25% of the total sampled staff have been working in the selected manufacturing firm for 3 years and below. This implies that the selected manufacturing firm have well experienced staff majorly occupying every section of administrative, transaction, technical and information departments in running the activities of the organization with ease of attaining tangible performance by satisfying customers at any point in time.
4.2.7	Medium of Appointment
It is however point of note that Contract staff (59%) were the majorities that took part in the study and by implication of the above analysis, there is high possibility of obtaining objective responses from the respondents due to their high level of experience in outsourcing of key HR variables like training, payroll and recruitment process of the sampled manufacturing firm which depicts their relative exposure to the importance of this research study and will enable them appreciate the relevance of the study to the organizational effectiveness and thus made them provide unbiased responses to the questions contained in the questionnaires.


4.3 Data Analysis According to the Research Questions
Research Question 1: How does outsourcing recruitment have any effect on organizational performance of BUA Group in Lagos, Nigeria?
	Table 4.3.1 Outsourcing HR functions reduces cost of operation

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	35
	38.0
	38.0
	38.0

	
	Agree
	33
	35.9
	35.9
	73.9

	
	Undecided
	15
	16.3
	16.3
	90.2

	
	Disagree
	6
	6.5
	6.5
	96.7

	
	Strongly Disagree
	3
	3.3
	3.3
	100.0

	
	Total
	92
	100.0
	100.0
	


Source: Author’s computation, 2025
Table 4.3.1 classifies the opinion of respondents on outsourcing HR reducing cost of business operations like equipment, security personnel, power generation and vehicles. The result shows that majority of the respondents 33 (35.9%) agree, 9 respondents approximately 10% disagree, 15 (16.3%) of the respondents are undecided while 35 (38%) of the respondents strongly agree. This implies that more than two-thirds of the respondents are satisfied with the organizational performance by the decision adopted by the management of the sampled manufacturing firm to outsource HR functions in reducing the cost of operation for profit maximization.
	Table 4.3.2 Outsourcing HR functions increase organizational efficiency

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	19
	20.7
	20.7
	20.7

	
	Agree
	32
	34.8
	34.8
	55.4

	
	Undecided
	22
	23.9
	23.9
	79.3

	
	Disagree
	12
	13.0
	13.0
	92.4

	
	Strongly Disagree
	7
	7.6
	7.6
	100.0

	
	Total
	92
	100.0
	100.0
	


Source: Author’s computation, 2025
Equally, table 4.3.2 revealed that 55.4% of respondents agreed that Outsourcing HR functions increase efficiency. 23.9% undecided and about 21% of total sampled staff disagree with the opinion. This implies that more than halve of the respondents fully agreed that Outsourcing HR functions increase efficiency and organizational performance.
	
Table 4.3.3 Outsourcing HR functions increase focus on core competencies of the organization

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	35
	38.0
	38.0
	38.0

	
	Agree
	20
	21.7
	21.7
	59.8

	
	Undecided
	8
	8.7
	8.7
	68.5

	
	Disagree
	18
	19.6
	19.6
	88.0

	
	Strongly Disagree
	11
	12.0
	12.0
	100.0

	
	Total
	92
	100.0
	100.0
	


Source: Author’s computation, 2025
Table 4.3.3 explains part of the reasons for Outsourcing HR functions is to increase focus on core competencies and improve performance. 59.8% of respondents were in affirmation to this claim, 9% of respondents were undecided and 21.6% of respondents disagreed. This implies that majorities of respondents certified that Outsourcing training and development unit and recruitment process, as a critical element of HR will bring about sustainable increase in organizational performance.



Research Question 2: In what way does outsourcing training programs influence organizational performance of BUA Group in Lagos, Nigeria?
	Table 4.3.4 Outsourcing the training and development function in your organization increases skills and knowledge of employees.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	53
	57.6
	57.6
	57.6

	
	Agree
	12
	13.0
	13.0
	70.7

	
	Undecided
	14
	15.2
	15.2
	85.9

	
	Disagree
	4
	4.3
	4.3
	90.2

	
	Strongly Disagree
	9
	9.8
	9.8
	100.0

	
	Total
	92
	100.0
	100.0
	


Source: Author’s computation, 2025
Table 4.3.4 claimed that Outsourcing training and development increase skills and Knowledge of employees and by extension increase performance. 70.7% of respondents agree with this opinion, 15.2% undecided and 14.3% disagree with the claim. This implies that 71% opinion of majority of staff in the sampled manufacturing firm agreed that increasing skills and knowledge is a key reason for Outsourcing training and development for sustainable organizational performance.


	Table 4.3.5 Outsourcing training and development has brought about improvement in staff productivity.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	31
	33.7
	33.7
	33.7

	
	Agree
	31
	33.7
	33.7
	67.4

	
	Undecided
	13
	14.1
	14.1
	81.5

	
	Disagree
	9
	9.8
	9.8
	91.3

	
	Strongly Disagree
	8
	8.7
	8.7
	100.0

	
	Total
	92
	100.0
	100.0
	


Source: Author’s computation, 2025
The result in table 4.3.5 complement the outcome of table 4.3.4 by adding that Outsourcing training and development improve staff productivity, thereby increasing organizational performance. 67.4% agreed with this claim, 14.1% undecided and 18.7% disagreed. This implies that majorly, the sampled manufacturing firm are satisfied with the level of performance because Outsourcing training and development of employees improves staff productivity.
Research Question 3: What is the impact of outsourcing payroll on organizational performance of BUA Group in Lagos, Nigeria?
	Table 4.3.6: Outsourcing payroll has led to reduction in misappropriation of employees pay.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	36
	39.1
	39.1
	39.1

	
	Agree
	18
	19.6
	19.6
	58.7

	
	Undecided
	16
	17.4
	17.4
	76.1

	
	Disagree
	13
	14.1
	14.1
	90.2

	
	Strongly Disagree
	9
	9.8
	9.8
	100.0

	
	Total
	92
	100.0
	100.0
	


Source: Author’s computation, 2025
Table 4.3.6 claimed that 58.7% of respondents agreed that through Outsourcing payroll the organizational has a chance of a well-balanced reward system as a critical element of HR-functions. 17.4% of respondents were undecided on the claim and 23.9% disagree. The claims of 58.7% of respondents is enough evidence to provide answer to RQ3 that misappropriation of employees’ wages and salaries will decrease through Outsourcing payroll in the sampled manufacturing firm.
	
Table 4.3.7: Wages and Salaries has been fair and equitable since Outsourcing payroll introduced in this organization

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	30
	32.6
	32.6
	32.6

	
	Agree
	42
	45.7
	45.7
	78.3

	
	Undecided
	6
	6.5
	6.5
	84.8

	
	Disagree
	6
	6.5
	6.5
	91.3

	
	Strongly Disagree
	8
	8.7
	8.7
	100.0

	
	Total
	92
	100.0
	100.0
	


Source: Author’s computation, 2025
The result in table 4.3.7 complement the finding in table 4.3.6 and that 78% of the respondents affirmed to fair and equity in wages and salaries since Outsourcing of payroll in the sampled organization. 7% were undecided and about 15% of respondents expresses their unreserved comment on total disagreement on the claim. This implies that the selected manufacturing firm were able to improve performance through fair and equitable pay.


	Table 4.3.8: Outsourcing recruitment has brought about employment of competent employees

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	29
	31.5
	31.5
	31.5

	
	Agree
	21
	22.8
	22.8
	54.3

	
	Undecided
	21
	22.8
	22.8
	77.2

	
	Disagree
	16
	17.4
	17.4
	94.6

	
	Strongly Disagree
	5
	5.4
	5.4
	100.0

	
	Total
	92
	100.0
	100.0
	


Source: Author’s computation, 2025
31.5% strongly agreed, 22.8% agreed, another 22.8% of respondents were undecided, 17.4% disagreed and 5.4% strongly disagreed on the claim that Outsourcing recruitment process has led to employment of competent employees which enhances organizational performance. Thus more than halve of the respondents expresses that part of the reason of Outsourcing recruitment is to produce competency in handling some of the manufacturing firm related jobs and improve organizational performance.
	
Table 4.3.9: Outsourcing recruitment increase core performance in the organization

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	20
	21.7
	21.7
	21.7

	
	Agree
	55
	59.8
	59.8
	81.5

	
	Undecided
	11
	12.0
	12.0
	93.5

	
	Disagree
	6
	6.5
	6.5
	100.0

	
	Total
	92
	100.0
	100.0
	


Source: Author’s computation, 2025
More than two-thirds of respondents (81.5%) agreed that Outsourcing recruitment increase core performance, 12% undecided and a negligible 6.5% disagree. This implies that the sampled manufacturing firm Outsourced recruitment process to increase employee core performance.
4.4 Testing of Hypotheses
[bookmark: _Hlk120470660]Hypothesis 1: Outsourcing Recruitment Does Not Have Any Significant Effect on Organizational Performance of BUA Group in Lagos, Nigeria
	Table 4.4.1 Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.802a
	[bookmark: _Hlk120470503].643
	.639
	.82872

	a. Predictors: (Constant), Outsourcing Recruitment Practice


The results from the model summary table above revealed that the extent to which the variance in organizational performance can be explained by outsourcing business Operation process is 64.3% i.e (R square = 0.643). The R-value indicates there is direct positive relationship between Organizational performance and Business Process Outsourcing of HR-functions. The closeness of adjusted R-square (0.639) with R-square (0.643) implies that the sample taken is a good representative of the total population in the study.
	Table 4.4.2: ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	111.353
	1
	111.353
	162.140
	.000b

	
	Residual
	61.810
	90
	.687
	
	

	
	Total
	173.163
	91
	
	
	

	a. Independent Variable: Outsourcing Recruitment

	b. Dependent Variable: Organizational Performance


The ANOVA table shows the F-cal 162.140 at 0.000 significance level. Outsourcing Business Operation Process of HR-functions like recruitment, payroll, training and development significantly assists the BUA to increase focus on core competencies which further increase organizational performance in the selected area at 5% level of significant.
	Table 4.4.3: Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.382
	.178
	
	2.153
	.034

	
	Outsourcing Recruitment Practice
	.874
	.069
	.802
	12.733
	.000

	a. Dependent Variable: Organizational Performance


The regression coefficient table 4.4.3 above shows the simple model that expresses how Outsourcing Human Resource assists managers of the sampled manufacturing firm to increase organizational performance measure through overall job efficiency. The model is shown mathematically as follows; y = 0.382+0.874x where “y” is Organizational performance and “x” is outsourced business operation process of HR-functions like recruitment, payroll, training and development , “0.382” is a constant of regression line and  “0.874” is the value of regression parameter of Outsourced Business Operation of HR-functions. From this table, it is posited that Cost of “Organizational performance = 0.382 +0.874BPO”. This means that for every 100% change in Organizational performance, Outsourced Business Operations contributed 87.4%.
Decision
The significance level below 0.05 implies a statistical confidence of above 95%. This implies that outsourced business operation process of HR-functions assists managers of the sampled manufacturing firm in the geographical area to increase organizational performance. Thus, the decision would be to reject the null hypothesis (H0), and accept the alternative hypothesis (H1).
H02: Outsourcing training and development has no significance effect on organizational performance.
Table 4.4.4 Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Standard error of the Estimate
	

	1
	.76a
	[bookmark: _Hlk120470712].584
	.579
	.627
	

	Source: Author’s computation, 2025
Predictors: (Constant), Outsourcing Training Programme
	
	


Table 4.4.2 shows that outsourcing strategy yields a coefficient of linear regression R2 of 0.584 which explained for 58.4% of the variance in organizational performance as training and development increase by 1% in the selected area. The effect that the significant relation between Outsourced training process and Organizational performance is high since R-value=0.764 and the adjusted R2=0.579 which is just so close to R2 = 0.584 indicated the model fitness is good at 5% level of significance.
Table 4.4.5 ANOVAb
	Model
	
	Sum of Squares
	Df
	
	Mean Square
	F
	Sig.

	1
	Regression
	50.070
	
	1
	50.070
	126.121
	.000a

	
	Residual
	35.736
	
	90
	.397
	
	

	
	Total
	85.806
	
	91
	
	
	


Source: Author’s computation, 2025
a. Predictors: (Constant), Outsourcing Training Programme
b. Dependent Variable: Organizational performance
Table 4.4.5 that shows an F-ratio of 126.1 which is also significant at 0.05. The results from the model summary table above revealed that the extent to which the variance in outsourcing training process of workers in the sampled manufacturing firm positively related with organization’s performance is significant at 5%, i.e, the ratio of regression sum of square (50.070) to the total sum of square (85.806) equally gives R2=0.584. This implies the model fitness is perfect and that outsourced training process significantly related with organizations performance at 95% confidence level.

Table 4.4.6 Regression Coefficients(a)
	
	
	
	Unstandardized
	Standardized
	
	

	
	
	
	Coefficients
	Coefficients
	T
	Sig.

	Model
	
	
	B
	Std. Error
	Beta
	B
	Std. Error

	1
	(Constant)
	
	-.403
	.504
	
	-.780
	.019

	
	OTP
	
	.779
	.041
	.764
	19.01
	.000


Source: Author’s computation, 2025
Dependent variable: Organizational performance
The regression coefficient table 4.4.6 shows the simple model that expresses the extent to which training process outsourcing affects organizations performance. The model is shown mathematically as follows; y = a+bx where y is Organizations performance measure through core competencies/commitment and x=Outsourcing Training Programme which is Outsourced Training and Development measure, ‘a’ is a constant of regression line and “b” is the value of regression parameter. From this table, Organizational performance = -0.403 +0.779OTP. This means that for every 100% change in organizational performance, Outsourced training and development process is responsible for 77.9% of the change. Peradventure, if the OTP=0, Organizational performance reduce by 40.3% which implies the decision taken by the manufacturing firm' managers to zeroing or remove outsourcing training programme is bad because the sampled manufacturing firm can't risk the dangers in organizational performance. Therefore, it is posited that Outsourced training and development has significant effect on Organization Performance at 5% level.
Decision
The significance level below 0.05 implies a statistical confidence of above 95%. This implies that Training process outsourcing in sampled manufacturing firm influence organizational performance in the selected area at 95% confidence level. Thus, the decision would be to reject the null hypothesis (H0), and accept the alternative hypothesis (H1).




[bookmark: _Hlk120470739]H03: There is no significant effect of Outsourcing payroll on Organizational performance
	Table 4.4.7: Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.887a
	.787
	.785
	.48838

	a. Predictors: (Constant), OPA


The results from the model summary table 4.4.7 revealed that the extent to which outsourcing payroll analysis adopted by the managers of the sampled manufacturing firm increase Organizational performance is high i.e (R square = 0.787) and the R-value (0.887) implies there is strong positive relationship between Outsourced payroll and Organization performance at 5% level of significant. The adjusted R2 (0.785) which is just so close to R2 (0.787) depict that sample size selected is a true reflection of total population of the sampled manufacturing firm because the outcome variable of this model negligibly differs by 0.2% if entire population is used rather than the sample. This implies that a unit increase in Outsourced payroll will significantly increase Organizational performance by 78.7% at 95% confidence level.
	Table 4.4.8 ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	79.522
	1
	79.522
	333.399
	.000b

	
	Residual
	21.467
	90
	.239
	
	

	
	Total
	100.989
	91
	
	
	

	a. Independent Variable: OPA

	b. Dependent Variable: Organizational performance


The ANOVA table 4.4.8 equally shows that the F-cal is 333. 399 at 0.05 level of significant and by implication it means that Outsourcing strategy adopted by the sampled manufacturing firm increases performance. That is, the diagnostic results which relate regression sum of square (79.522) to total sum of square (100.989) gives exact variance as R2 (0.787) meaning that the relationship is significant at 95% confidence level.
	Table 4.4.9: Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.015
	.121
	
	.125
	.901

	
	OPA
	.791
	.043
	.887
	18.259
	.000

	a. Dependent Variable: Organizational performance


The regression coefficient table 4.4.9 shows the simple model that expresses the extent to which Outsourced Payroll Analysis (OPA) (i.e. a proxy measure of relation to reward system) outsourcing strategy affects organizational performance. The model is shown mathematically as follows; y = a+bx where “y” is Organizational performance and “x” is Outsourced Payroll Analysis of employees, ‘a’ is a constant factor and “b” is the value of regression parameter. From this table, Organizational performance = 0.015 +0.791OPA. This means that for every 100% increase in Organizational performance, Outsourced Payroll Analysis (Reward System) outsourcing is responsible for 79.1% of the change. In addition to this, if peradventure the selected companies stop to outsource Payroll i.e. OPA=fair and equty pay=0; Organization performance is maximized at 1.5% which is just so low when compare to when the payroll is outsourced. Therefore, it is posited that Outsourcing Payroll has significant effects on Organizational performance.
Decision
The significance level below 0.05 implies a statistical confidence of above 95%. This implies that Payroll outsourcing significantly contributed to Organizational performance at 5% level. Thus, the decision would be to reject the null hypothesis (H03), and accept the alternative hypothesis (Ha3).
4.5 Discussion of findings
The discussion of findings is based on major issues raised in the hypotheses of the study. All findings were held at a significant level p < 0.05

4.5.1 Hypothesis one
The result presented in table 4.4.3 shows that the implementation of outsourcing HR-functions like training and development, payroll and recruitment which are all components of Human Resource instituted by the managers has significantly and positively influenced Organizational performance and increasing focus on core competencies of the sampled manufacturing firm in the study area. The findings of regression analysis (R2=0.640) revealed in hypothesis 1 coupled with the opinion poll of respondents in RQ1 shown that outsourcing human resources recruitment as a strategy will significantly result into increase in organizational performance. This finding was in support of competence-based thinking by Leavy (2004) which stipulate that firms–specific resource endowments are determinants of competitive leverage.
4.5.2: Hypothesis two
The result of the test analysis in hypothesis 2 shows that outsourcing training and development strategy has significant influence on organizational performance because knowledge and skills are the strategic advantages that the sampled manufacturing firm possess over other competitors in the industry in order to increase performance. The answer to RQ2 and established fact in regression analysis (R2=0.584, Beta=0.779; p<0.05) implies that for every 100% change in organizational performance, Outsourcing training and development process is responsible for 77.9% of the change. Therefore, Capability development and skill development of the organization was linked with the concept of competence trust (Berger, 1993). This finding equally supported Competence-based theory by Leavy, 2004.
4.5.3 Hypothesis three
This hypothesis states that outsourcing Payroll as a strategy has significant effect on organizational performance. After testing the null hypothesis 3, it was discovered that outsourcing payroll has a positive and significant effects on Organizational performance at 5% level. Therefore, finding revealed that organizations that integrate the fairness and equity process in payment of salaries and wages in reward system of any organization tend to accumulate short run economic gains. This result yields support for equity theory.


CHAPTER FIVE
Summary, Conclusion and Recommendations
5.0	Introduction
This chapter gives an overview of the whole study starting with the summary of the work from the first chapter to the last chapter, the findings were to be looked at from the theoretical and the empirical point of view, the conclusion of this study and recommendations proffered in the work should be seen as a way by which further researchers will have a benchmark or point of reference after this study and deduce what is expected from them, and suggestions were made for further studies.
5.1   Summary of the Findings
The purpose of this study was to examine the effects of outsourcing strategies through components of HR-functions including training and development, payroll and recruitment on organizational performance at BUA Manufacturing firm in four (4) different localities in Lagos, State. In the course of this research work, three (3) hypotheses were proposed and tested using regression analysis holding 5% level of significance.
The objectives of the study was drawn from the statement of the research problem which are to ascertain whether outsourcing business operation of HR-functions assists the manufacturing firm mangers to increases focus on core competencies, reduce operation cost in business, to find out if  knowledge and skills increase through outsourcing training and development, to find out if Outsourcing Payroll leads to fair and equitable reward system and to determine whether outsourcing recruitment process assist the sampled manufacturing firm to increase in corporate performance.
The study laid emphasis on variables such as focus on core competencies, cost reduction, efficiency, etc. in literature review and anchored the test of the variables on competency-based theory. Though there was a brief introduction to the theory and what it intends to deliver, literatures of other authors were reviewed as they relate to the research objectives, then the theories that are surrounding the research objectives were brought to light in the theoretical framework, empirical framework and the gap emanated from the study followed.
In the course of this study, it was discovered that the role of outsourcing HR-functions adopted by the management of BUA cannot be separated from the organizational performance. The findings obtained in the study has been empirically proved and supported by various authors in the literature and it is summarily viewed that the effects of outsourcing HR strategies on the performance of organizations cannot be over emphasized. Therefore for BUA to operate efficiently and have a razor sharp edge to compete favorably in the manufacturing firming industry, outsourcing human resources; training and development to bring out increased skill and knowledge, payroll to pave way for equity and fairness in payment and recruitment to bring in competent employees should be a top priority of managers’ engagement in outsourcing HR relationships that is well evaluated and scrutinized in order to operate with lower cost of doing business and to satisfy customers as a result of the complexities nature of the manufacturing firming services in this recent dynamic  business environments.
Therefore, from a strategic point of view, it is concluded that outsourcing HR allows the firm to concentrate its efforts on consolidating and expanding its core competences on one hand, and on the other hand, among the operational advantages, was that an increase in efficiency as a result of activities being carried out by specialized firms and reductions in the services of permanent staff, which then become variable costs related to the level of activities. As for the disadvantages of a strategic view, the most important are the loss of control of activity done through outsourcing, the transfer of sensitive information, the possibility of exorbitant price increase by some vendors at a future date, along with fluctuations in quality of services rendered and performance. The operational problems observed are difficulties related to the making of the contract arising from the effects on HR-functions.
5.2 Conclusion
[bookmark: _Hlk120480684]The success of BUA in meeting customers’ loyalty and business objectives in local and international community cannot be over emphasized. Manufacturing firming industry all over the world go as far as possible to outsource their human resource functions that they perceive would aid their business transactions and performance. This study is an important study that helps to evaluate the effects of outsourcing HR-functions including training and development, payroll and recruitment of talented and creative workers on organizational performance of Nigeria commercial manufacturing firm. The study concluded that Nigerian manufacturing firming industry has adopted the usage of outsourcing HR strategy to reduce cost of business operations which is due to many factors. This has to do with transferring of certain HR function rights to specialized firms to avoid unwanted losses and increase employees’ performance. Accordingly, the study concluded that many Nigeria manufacturing firm face the challenge of combining many HR activities that they cannot manage alone on their own like the one found in hypothesis 4 of this study. This study further concluded that there should be provision of information for manufacturing firm managers to know the essence of outsourcing certain HR functions so that result can be achieved with less stress without wastage of Human Resource functions and reduce excessive spending on limited resources. 
5.3 Recommendations
Based on the findings of the study, the following recommendations can be summarized;
i. Since it has been reflected in this study that outsourcing business operation activities of HR-functions assists organizations to reduce cost of operation in business transactions, Manufacturing firm managers should endeavour to provide more frameworks for selecting outsourcing vendors that will benefit the organizations in the area of need to avoid financial crisis.
ii. [bookmark: _Hlk120480824]It is recommended that BUA should find ways of understanding and sustaining customers’ relationship to encourage more patronage by being efficient in terms of service quality because findings showed that training and development outsourcing leads to increase in staff skills which affect customers’ relationship and increase performance.
iii. Manufacturing firm should outsource only necessary aspects of HR-functions to avoid reduction in profit levels. The finding in the study has shown that the adoption of outsourcing recruitment strategies affects corporate performance beyond expected average.
iv. Outsourcing HR strategy should come from the workers themselves. That is, workers should be made to embrace the strategy before implementation so as to alley the fear of loss of Jobs.
v. Organizations should Outsource non-core aspect of their HR functions that they have no competence to manage. These should be outsourced to reputable firms in other to compete efficiently in the competitive environment and increase performance positively.
5.4    Limitation to the Study
As to any research project, the study also has some limitations. The sample sizes used were restricted to a certain limited sampled population because it considered only one Manufacturing firm (BUA). The study was done within a particular geographical location (Lagos State). The time constraint is also a limitation to this study, since the study was carried out while on academic programme.
5.5   Suggestion for further study
The study therefore suggests that further studies in this research topic should be carried out on a larger population including the consideration of other commercial manufacturing firm, the hospitality industry and telecommunication services in Nigeria also needs to be outsourced. Therefore, it is suggested that further studies should be carried out on related topics like ‘The Impact of Outsourcing HR on the Sustainability of Multinational Consolidated manufacturing firm in Nigeria’.
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APPENDIX 1
KWARA STATE POLYTECHNIC 
INSTITUTE OF FINANCE AND MANAGEMENT STUDIES (IFMS), DEPARTMENT OF BUSINESS ADMINISTRATION AND MANAGEMENT

Dear Respondents,
	I am a final year student in the Department of business administration and management, carrying out a research work on the topic “The Impact of Human Resource Outsourcing on Organizational Performance in Nigeria manufacturing company; A study of BUA Group”. Kindly fill the attached questionnaire. This is purely for academic purpose and any information provided will be treated with utmost confidentiality and it will be in no way a basis for accessing your personal performance.
Your responses will be highly appreciated.

Yours faithfully, 

SECTION A: Social Demographic Characteristics
INSTRUCTION: Please tick (√) in the space provided below to indicate your choice of answer.
1. Age in years: (a) 18-25(    ) (b) 26-35 (   ) (c) 36-45 (   ) (d) 45 and above (   )
2. Marital status: (a) Single (  ) (b) Married (   ) (c) Divorced (   ) (C ) Widow/Widowers (   )
3. Gender: (a) Male (  ) (b) Female (   )
4. Religion: (a) Christianity (   ) (b) Islam (   ) (c) Traditional (   ) (d) Others (    )
5. Educational Qualification: (a)Primary School Certificate (  ) (b) Secondary School Certificate (  ) (c)N.C.E/O.N.D (  )  (d) H.N.D/Bachelor’s degree (  ) (e) Master‘s degree (  ) (f)Ph.D (  ) (g) Others (  )
6. Number of years in service? (a) Less than 3years (   ) (b) 3-7 (   ) (c) 8-15(   ) (d) 15and or more (   )
7. Are you an outsourced/contract staff? (a) Yes (  )  (b) No (  ).
[bookmark: OLE_LINK1][bookmark: OLE_LINK2]SECTION B: Presentation of Research Questions
Please choose the option that best expresses your view on how outsourcing HR affects organizational performance. Please tick (√) as follows. Strongly Agree (SA), Agree(A), Undecided(U), Disagree(D), Strongly Disagree (SD)
Research Objective 1: Effect of Outsourcing Recruitment on Organizational Performance
	S/N
	Statements
	SA
	A
	U
	D
	SD

	1.
	Do you think outsourcing human resource functions has a positive influence on your organization’s performance?
	
	
	
	
	

	2.
	Outsourcing HR functions in your organization has led to reduction in the cost of operations.
	
	
	
	
	

	3.
	Outsourcing HR functions in your organization has led to an increase in the organization’s efficiency.
	
	
	
	
	

	4.
	Outsourcing the HR functions in your organization has led to focus on core activities of BUA Group.
	
	
	
	
	


Research Objective 2: Influence of Outsourcing Training Programmes on Organizational Performance
	S/N
	Statements
	SA
	A
	U
	D
	SD

	1.
	Outsourcing the training and development function in your organization increases skills and knowledge of employees.
	
	
	
	
	

	2.
	The workforce has been improved in performance since the outsourcing of training and development unit.
	
	
	
	
	

	3.
	Outsourcing training and development has brought about improvement in staff productivity.
	
	
	
	
	


Thank you for your time and attention. It is greatly appreciated.



