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ABSTRACT
This study examines the impact of human resource management on employees performance. Generally, this study was made on the management, staffs and the customers of Zenith International Bank Plc, Main Branch, Unity Road Ilorin Kwara State, Nigeria.  Primary and secondary data were sources of data collection for this study. Structured questionnaire were used to elicit data from the respondents. One hundred (60) respondents were selected for this study but seventy (50) were eventually used. A survey research design was employed and a simple random sampling technique was adopted. Simple percentage method and chi-square statistical tool was employed as the major analytical tool. The findings revealed that human resource management has a significant relationship on employee’s performance. Also, the findings led to the conclusion that reward system has a positive effect on job satisfaction and performance appraisal can directly determine employee’s productivity. The study therefore recommended that training and development contribute to the profitability of the organization.

























CHAPTER ONE
INTRODUCTION
1.1	BACKGROUND TO THE STUDY
		It has become obvious that all economic resources and human resources are the least efficiently used. However, the greatest opportunity to improve economic performance is within the improvement of the effectiveness of people in their work.
Therefore, human resources management can be defined as the effective management of human resources. This means that managing people is an essential activity in that it is a basic management responsibility in every organization. It also means that it involves planning, directing and controlling human being in employment; it is also an act that is required and must be performed in both the government and private organization or sectors.
	Human resources management is also essential under any economic system that is under a capitalist system. It is a continuous and inevitable process. Human resources management is concerned with people element in management since every organization is made up of people acquiring their services, developing their skills/ motivation to high level of performance and ensuring that they continue to maintain their commitments to the organization which are essential to achieve organizational goals and objective. Management of human resources is that functions of the enterprise which provides for effective utilization of people to achieve both the objectives of the enterprise and satisfaction and development of employees.
	The survival of any organization depends on the proper management of its material financial and human resources. The management of these entire human is in the hands of destined human beings, human resources management in the collaboration with other resources makes a business or an organization to be effectively. Human resources management comprise of a set of policies designed to maximize organizational integration employee commitment, flexibility and quality of work.
1.2	STATEMENT OF PROBLEMS
		Basically Mis-management of credit facility in term of loans and advance when considered “bad” that is when it becomes hauled that customer cannot repay the loans granted him. In other side, loans to customer are declared bad when the bank is in the opinion that the balance of bad debit is unrecoverable. The problem analyzing human resources in an unhealthy phenomenon, particularly in the area of banking business, for decades. This occurs when the debtor is unable to repay the loan granted him for long offer expiring data agree upon.
		But in a situation where the beneficiary of the loan cannot payback the principal and interest for any reason, then the lenders is thrown into a problem of risk of liquidation especially in the absence of effective security and documentation, he experience of recovering debt from customers would very much frustrating.
The formulation of problem
The following are working problem which can be converted;
a. Will qualified personnel be employed to handle credit management?
b. Will factors influencing human resources management on overall Performance is well managed in Zenith Bank?
c. How can effective and efficient credit management be achieved by Zenith bank?
d. What are the impacts of effective and ineffective credit management on Nigeria economy as a whole?
e. Does human resources management techniques employed promote Zenith bank plc?
1.3	RESEARCH QUESTIONS
· What is the prospect of human resource management in enhancing higher productivity?
· Has employee performance been enhanced through an efficient human resources management?
· What effect or impact does human resource management has on employee performance/productivity?
1.4	OBJECTIVES OF THE STUDY
  		 The aims and objectives of this study are to examine the performance, the pre-eminence of human resources over all other resources of an organization. Also to identify the importance of human resources in the actualization.
		This programme is designed to provide high quality education in theoretical knowledge and skills in various aspects of human recourses management for those who wish to pursue or further advance their careers in business.
	On successful completion of the degree, students of the BBAHRMF programme should be able to:-
· Principle and practices of management 
· Financial management
· Business communication
· Business computing
· Accounting
· Economics
· Marketing
· Business law
· [bookmark: _heading=h.pr7rtymored5]Quantitative methods.
		Integrate these aspects of management in decision making within an organization, analyze and interpret management information, make decision based on the information available, communicate in information effectively, act as ethical members of the Hong kong business community, establish a firm basis for post graduate or professional studies and acquire advanced analytical skills, including application of a range of integrated theoretical approaches, and the development of competence in advanced business analysis.  
1.5	RESEARCH HYPOTHESIS
H1: Human resources management has a very high prospect in enhancing employee’s performance/ productivity
H02: Human resources management has little or no effects in employee attitude to work.
H3:  Human resources management does not has significant effect on employee’s performance/ productivity

1.6	SIGNIFICANCE OF THE STUDY
		The study is of immense benefits to all organization whether governmental, profit or non-profit making. It examines personnel policies in recruitment, selection, placement training and developments, release of effective and efficient utilization of human resources. The study is also relevant to academicians, industry and to the society at large since it attempts to ascertain and assess the important of human resources management in Nigerian.
		This project work would disclose the secret behind the survivals, growth and development of any existing organization and the effectiveness of the human resources management department in an organization. The various functions carried out by the personnel management staffing processes compensation welfare and the process of a method through which all these are achieved. All these have effect on the performance profit.
1.7	SCOPE OF THE STUDY
		The focus of the study is the prospects of human resources management (HRM) in an industry or organization and how it enhances employee performance/ productivity in an organization.
		For the purpose of making this research study objective and it finding practically I decide to choose banks which believe that it’s in enviable position today in the committee of financial institution as is borne out of the effective and efficient manner as the study of this research work.
1.8	DEFINITION OF TERMS
i. Human Resources: human beings represent an investment which must be developed. They are resources at the organization just like money; building, raw material etc. people are the pivotal variable without which the inanimate assets are worthless (Ubeku, 2010)
ii. Management: the process of carrying out tasks to ensure that a number of diverse activities are performed in such a way that a defined objective is achieved Britannica (2011) 
iii. Performance: the ability of the management to accomplish the set-goals of an organization Olaniran Etal (1999) 1st Edition.
iv. Firm: a partnership, commercial house, the name under which a company trades. Olaniran Etal (2009)
CHAPTER TWO
2.1	LITERATURE REVIEW
		Human resources management could otherwise be referred to as personnel management and it’s primarily connotes the management of people in an organization.
		Selecting the right employee’s that fit the job has become an important issue in an organization because organization success is the collective effort of organizational member’s (Makran Sky 2007, Witt, 2004).
2.1.1	HUMAN RESOURCES MANAGEMENT
		The definition gives by encyclopedia Britannica, (2011) states that human resources management is.“A staff functions in business organization or corporative committed and creative work force”. According to Wenedell, human resources management is. The recruitment, section, utilization and development of human resources within the organization.
	Ubeku (2010) defines human resources management as the productive efforts of the individual employee is harnessed towards the achievement of the goals of the organization as. Olaniran Et al (2005) sees human resources management as; The effective management of human resources that is an essential activity in every organization.
	It thus follows that if “A” gives his best, Mr. (B) does his best and Mr. “C” renders his best in an organization which consists of B department headed by each of them, then such an organization is sure of achieving the best results.
		Oni Et al (2005) describes human resources management at the effective management of human resources. Thus it means that managing people is an essential activities in that, it is a basic management responsibility in every organization of firm.
		Kol. B. Etal (2010) in his book, organization psychology, explained that human resources management involves maximum utilization of human resources and talents and the including of a career development perspective to the organization development perspective.
		Going by the literal meaning of human resources management have the following; human anything concerning man-resources refers to possession in form of wealth and good that enable one to do what one want. For the purpose of this study, resources are the possession or asset that organization on aims and objectives of the organization in question, in a typical business organization. Available resources include financial, material and human resources. In his own contribution Carlisie, (2008) “management is the process whereby the service of labour, the human, physical and mental efforts in production are bought and sold in a labour market”.
Hence, non monetary aspect of workers motivation should be employed in ensuring workers satisfying like job satisfaction, safe and pleasant working environment and good relationship with other employees.
		Usually, workers prefer a balanced combination of both financial (monetary) and non-monetary motivational tools.
		Thus the performance of human is not only reflected on the overall performance of a firm. It is measured by its achievement of set of goals and role human resources play in achieving these goals is very great.
	Hence, the management of a typical organization cannot just afford to handle resources with loyalty. More consideration of the impact human resources has, on the profit of an “organization” on makes it sufficient to justify, the assertion elements of a group which are integrated, coordinated and utilized effectively and efficiently to achieve organization objectives.
	It entails continued satisfaction so that they subsequently become motivated towards rendering their best towards the corporate achievement of goals.
2.1.2	CHARATERISTICS OF HUMAN RESOURCES
		Fair Thuss (2011) in his book “Business Resources” prints out the relevance of human resources over other resources are as follows; Human available are scarce to the want they can satisfy.
		“No society capacity to produce goods and service has yet been sufficient to satisfy all need and want of its people. Because virtually infinite human want are constructed by finite resources, choices about the use of resources in production of inevitably arise.
		Generally, resources are scarce; hence a future of human resources is scarce. Another characteristic of human resources is that its behavior cannot be explained solemnly on monetary terms, people say, “money is not everything” this explains why workers will not trade personal reputation and dignity for money alone. In selling his labours worker does not sell himself, except for the slave economy.
2.2	CONCEPTUAL REVIEW
2.2.1	DEVELOPMENT OF HUMAN RESOURCES MANAGEMENT
		Before the world was developed, management’s main function or focus was on effective and efficient utilization of its resources precisely financial and material resources. This was because serious personnel problem had not yet arisen then.  These problems became more prominent at the 20th century. Personal administration began with world war, when vest masses of new workers were resulted trained and paid in the war-production effort. It began about the same time with human relation which also grew out of the world war, by the middle of the century. Unionism was involved and collective bargaining process began. This led to serious on ways and working conditions. Eventually, after the Second World War human resources management function acquired its distinctive identification. But then, coming to the Nigeria situation things where entirely different due to the nature and system of the economy. Ways of employment was far from the Nigeria practice.
The absence of commercial and industrial activities made families self dependent, when the British colonial officers came into Nigeria, they introduced commercial activities in form of product buying especially in delta area of the country. Some Nigeria was paid for work done. The government therefore forced them to be employed as laborers instead of working on their farms.
Taxation was imposed on them and this has to be paid in cash. Therefore, people obliged to seek wage employment in various governmental project especially in the commercial economic system in Nigeria was directly as a result of colonialism.
		Until, 1950, industrial and commercial establishments in Nigeria were small and the keepings of records were taken care of by the company’s representative or manager concerned with the particular activities involved.
		Three aims events led to the developments of human resources management in Nigeria and these were;
1. The development of trade unionism
2. The establishment of development labour later becomes the ministry of labour
3. The emergence of the Nigeria employers consultative Association (NECA) 
		Until quite recently, most organizations personnel department was merged with the general management function with each department managing its human resources independently.
		This was due to either of the following reasons;
1.	IGNORANCE: many organization do not realize the worth or essence of maintaining a human department. This is because personnel department does not produce tangible goods or product directly related to the achievement of the organization goals like the production department or because it does not render tangible service like the sales and purchases department.
2.	COMPLEXITY OF ORGANIZATION: this is the accepted motion that whether organization should maintain a separate personnel department or not depend on the size of the organization. This explains why some small scale businesses are not big enough to afford the running cost. They always aim at maintaining the operation cost as minimal as possible, so that profit is maximized.
However, bigger organization do not mind bearing the overhead cost of a separate human resources department as it connotes the level of their complexity growth and development.
PERFORMANCE
		In the practices of management of management, Drucher (2010) says “in living a worker are always lives the work man one can live hands it owners always come with it”.
		That one can live only a whole man than any part there of explains why the improvement of human than effectiveness in work in the greater opportunity for the improvement of performance and results.
		In other words, performances are a function of individual and its environment.
P=F (IXE)
P= performance
I= industrial skill, knowledge, experience, motivation and attitude to work
E= working environment i.e. rewards and compensation, types of leadership.
		It therefore follows that the ways employees are managed determines and influences performance level the worker as human resources.
		The worker should be regarded as resources capable of manipulating and application like other resources which management can solely decide upon.
		Human resources is unique and prior to other resources because it has been set of qualities possessed by no other resources. The ability to coordinate, to integrate, to judge and to imagine. It is therefore a superior resources management should recognize work of it’s mans moral characteristics, his specific and unique qualities.
2.2.2	FUNCTIONS OF HUMAN RESOURCES MANAGEMENT
		The human resources management function is aimed at motivating people whose activities have to be coordinates and encouraged such that their performance meet the level appropriate for the accomplishment of organization goals.
		Although each individual worker possess certain unique features which makes him different from others, personnel function based on the ground that despite these varied features, all workers have specific need which must be met, meeting and satisfying these needs is what personnel function primarily aim at achieving.
		According to Drucker, (2010) no matter what kind of work man does whether they are skilled or unskilled production workers or salary clerks, professional or rank and file, they are basically alike. There are indeed difference between workers according to the work, age, sex and education, but basically they are all human being and with human need and motivation.
		One major function of the human resources management department is the staffing process.
		According to Stonner, (2012) “The staffing process can be seen as a series of steps are performed on a continuous basis to keep the organization supplied with the right people in the right position at the right time”.
	Staffing has management members. The various procedures are as follows;
1. HUMAN RESOURCES PLANNING:  This is aimed at constantly meeting the personnel needs of the organization. It entails ensuring the availability of such staffing is required by the organization. Such planning is accomplished by considering the expected skill of worker vacancies available with the reduction. All these are internal factors which affect good human resources planning, include labour market and trade union regulation.
2. SELECTION: Involves choosing job candidates. The process consists of candidates filling application form or writing application letter, which are later sorted out in the personnel department. The next step is to invite selected candidates for interview. The importance of this is to enable the personnel officer to observe the characteristics of applicant, which do not reflect in the application letter such include their component, human relation, cheerfulness and many more.
3. RECRUITMENT: This is the actual process of employing workers in line with the human resources plan candidates for recruitment could be located through communication media like newspaper, professional journal adverts, magazines employment agency, placing advert or notice board and through visit to college and university campuses.
4. INDUCTION AND ORIENTATION: This aims at helping the recruit unit into the system of the organization new recruits are introduced to their colleagues appointed with responsibilities and informed about the organization policies and goals. A good induction and orientation programme which enhances the adjustment of a worker into his new working environment and or the system and this will subsequently stimulate her performance; also it removes bias attention the new recruit feels.
5. TRAINING AND DEVELOPMENT: This aims at increasing the ability of individual and groups to contribute towards organization efficiency. Training improves job skills, for example, introducing computer accounting system in the accounting section will boarding the skill of account clerks in the department.
6. PERFORMANCE APPRAISAL: Performance appraisal aim at comparing an individual job performance with set of standards, worker rewarded by a bonus, which usually takes the form of external wages. However, if an individual performs below the standard set, some connective actions like additional training might be arranged to bring the performance back in line with the desired standard.
7. TRANSFER: This is another personnel management function and it entails shifting an employee from one place of job, organizational level or to another, usually based on the number of years of working experiences and on grade levels, promotion is usually accompanied with additional salary. Status and authority on the other hand, transfers might take the form of demotion i.e. shifting a worker to a lower position in the hierarchy. According to Stoners (1982), the following are motivation tools currently used by the management to stimulate performance.
· REMUNERATION POLICY: There are complex range of factors which confront the management when he begins to think about pay, as he has to determine and maintain adequate compensation such that suits both employer and the employee. The personnel manager therefore ensures that the remuneration policy is capable of attracting and retaining sufficient staff of required caliber and skill the policy should be logical consistence easy to understand and flexible.
	As much as it encourage workers to be more productive by working harder, this scheme also provide management with useful information on individual workers efficiency.
·  PROMOTION: This can be said to motivate all staff level. The basis is usually on merit and ability number of years in services and participation. In a situation where an employee had been with the organization for a considerable number of years and he is fit for promotion for which is under qualified such a person could be trained and then promoted. The effect of promotion is higher salary.
· JOB EVALUATION: This could be applied to salary like secretaries and administrative workers and principle is restricted to group of relative homogenous jobs like manual and electrical.
		External factor like inflation makes it difficult to find a stable 
Pattern for wage bargaining. Job evaluation therefore aims at 
Compensating workers on the effect of external factors (like
	 Inflation) on their salaries usually, it is conducted once in a year
 With “normal increase” on salary associated with it.
· JOB ENRICHMENT: This could apply to salary like secretaries and administration worker and principle is restricted to group of relative homogenous jobs like manual and electrical.
		External factors like inflation make it difficult to find a stable pattern for wage bargaining. Job evaluation therefore aims at compensating workers on the effect of external factors (like inflation) on their salaries usually; it is conducted once in a year with a “normal increase” on salary associated with it.
·        JOB ENRICHMENT: This idea stems from the theories of Macgregor and Hertzberg, who emphasizes that individuals would be more motivated if given opportunity to directed and given more responsibilities, the worker so treated aims for achievement and self development factory supervisor and clerks for instance could be given job to complete, allowing freedom to set authority. This is the principle of delegation and it increases workers participation and involvement.
·      HOUSING: Some large business organizations build housing estates or staff quarters for the workers at little or low cost. One advantage of this system is that it draws workers closer to the company premises and where the quarters are located far away from the place, then the staff buses is available can easily carry workers from quarters. These benefits also apply to all staff level although there could be what we call senior staff quarters like we have in the teaching hospital, Ilorin. And this is a way of improving performance of employees.
· TRADE UNION NEGOTIATION: This is otherwise referred to as the industrial relation aspect of personnel management function. It is most difficult personnel function and it involves dealing with trade union leaders both with the parent body. It is dealing with labour that is never satisfied.
		A good satisfactory and cordial relationship should be maintained between management and the staff union as much as possible.
		If only for this reason management have to make move, doing everything within its capacity to gear workers up and stimulate them towards contributing their best effort to the overall performance.
2.2.3	PROBLEMS OF HUMAN RESOURCES MANAGEMENT
		Human resources management problem is the defect advantages many organization experiences over labour of work without any compensation and these have served as obstacles for the workers and its usually affecting the effectiveness of the organization.
LACK OF SKILLFULM WORKERS
		Organization did not have a good recruitment of employee that fits to a certain place or field of job. For instance, some of our company used the opportunity of seeking job through the nepotism “God father SM” any workers that seek job through the sources of applicant will not pay attention, focus to a specified duties and responsibility in organization and this is a way human resources management did not have effective and efficient to the satisfaction of the organization.
TRAINING & DEVELOPMENT
		The employee needs to improve in all aspects of the management. But many worker lack training and development. In a way to adapting to a segment of job, workers need to advance and look for modern way of performing the job. For example, if the organization buys the new equipment, it is through training and development that men can be match to the machine for effective performance. These will load to the more supervision for the management and effect the production.
REMUNERATION PROBLEM
		These are complex range of factors, which confronts the management, which he begins to think about to pay management usually suspended salary for a period of time. The employee will not perform their best performance and this will not improve the organization.
INFORMATION GAP
		When information is lacking or inadequate among different units in an organization, it will be very difficult to establish a link and synchronize organization activities. This will lead to chaos and role conflict among department in an organization. When employees are not properly informed of their role and responsibilities in the achievement of organization goals and objectives, their productive tend to be low. This is because, what the (employee) is expected to contribute might not be contributed as a result of lack of adequate information.
2.3	THEORETICAL FRAMEWORK / REVIEW
2.3.1	MASLOW'S HIERARCHY OF NEEDS
Maslow's hierarchy of needs is a theory in psychology proposed by Abraham Maslow in his 1943 paper "A theory of Human Motivation" in Psychological Review. There is little scientific basis to the theory: Maslow himself noted this criticism. Maslow subsequently extended the idea to include his observations of humans' innate curiosity. His theories parallel many other theories of human developmental psychology, some of which focus on describing the stages of growth in humans. He then created a classification system which reflected the universal needs of society as its base and then proceeding to more acquired emotions.
Maslow's hierarchy of needs is used to study how humans intrinsically partake in behavioral motivation. Maslow used the terms "physiological", "safety", "belonging and love", "social needs" or "esteem", and "self-actualization" to describe the pattern through which human motivations generally move. This means that in order for motivation to arise at the next stage, each stage must be satisfied within the individual themselves. Additionally, this theory is a main base in knowing how effort and motivation are correlated when discussing human behavior. Each of these individual levels contains a certain amount of internal sensation that must be met in order for an individual to complete their hierarchy. The goal in Maslow's theory is to attain the fifth level or stage: self-actualization.
Maslow's theory was fully expressed in his 1954 book Motivation and Personality. The hierarchy remains a very popular framework in sociology research, management training and secondary and higher psychology instruction. Maslow's classification hierarchy has been revised over time. The original hierarchy states that a lower level must be completely satisfied and fulfilled before moving onto a higher pursuit. However, today scholars prefer to think of these levels as continuously overlapping each other. This means that the lower levels may take precedence back over the other levels at any point in time.
Maslow's theory emerged and was informed by his work with Blackfeet Nation through conversations with elders and inspiration from the shape and meaning of the Blackfoot. However, Maslow's theory has been criticized for misrepresenting the Blackfoot worldview, which instead places self-actualization as a basis for community-actualization and community-actualization as a basis for cultural perpetuity, the latter of which exists at the top of the tipi in Blackfoot philosophy.















CHAPTER THREE
METHODOLOGY
3.1	INTRODUCTION 
		According to Obioma, (2009) research methodology is a process of arriving at a dependable solution to a problem through the plan and systematic collection, analysis and interpretation of data. Its most importance tools for advance knowledge for promotion, progress and enabling man to relate more effectively to his environment to accomplished the purpose and resolve conflict.
		Methodology procedure also helps in examining the validity and reliability of our research instrument. The overall aim of methodology is to help in understanding in the broadest possible term, the process involved in scientific inquiry.
3.2	RESEARCH DESIGN
Research design is the pan for research projects that provide accurate guideline that direct the research3er toward handling the research method was selected in order to appraise the importance of training and development of human resource in bank operation. A study of Zenith International Bank Plc, Main Branch, Unity Road Ilorin Kwara State. The descriptive approach is based on answers to certain relevant research questions. In the step of achieving these objections, the questionnaire and oral interview research h techniques were employed.

3.3	POPULATION OF THE STUDY
The research population for the study over the entire organization, recording in banking business while the sample normally, it is not possible to employee all the fact that it is not convenient and economically, given the estimated time limit for the research, for this research work are in view of this, the group of respondents for the research work are various workers and staff of the Zenith International Bank Plc. Unity Road, Ilorin, Kwara State.
3.4	SAMPLE SIZE AND SAMPLE AND SAMPLE TECHNIQUES 
The sample for this study is first bank off Nigeria plc main branch. Okpara Avenue, Enugu. Sample in research is important since most research especially survey research carried out by undergraduate in school have time to be completed. A random sampling method technique is used to select the sample for the study and oral interview is also used. This is a sampling procedure in which every unit of the population is given an equal chance of being included in the sample, through 62 questionnaires administered to the entire population. This is to ensure that all shades of operation are represented in the sample. The sample is gotten by using Yaro Yamanc formulae as quoted in Nwana.
3.5	METHOD DATA COLLECTION
Data collection refers to the source from which the information used in the course of this, the information research was acquired. Data services as an international form of numbers. World or combination of these. Data collection is therefore, finding every means of getting information.
This information gives explanation and how result and conduction would eventually be arrived at. There are basically two sources of data collection
Primary data sources 
Secondary data sources
3.6	INSTRUMENT OF DATA ANALYSIS 
In order to make this research and its data collection less difficult, two methods of instrument were selected based on the fact that they in most cases achieved what they were designed for. The two methods / instrument selected in this research were questionnaire and oral interview.
Therefore interview was also used to enable us receive information from our respondent at any particular position in as much as convenient for him/her at that sport. In order to verify if the questionnaire would be able to measure with what it was designed for. (Validity of instrument) few samples were first prepared and distributed among chosen and knowledgeable personalities, (as regards research), made to respond to the question and then probably give any advice if need be.
This act was aimed at obtaining beforehand information and to know how respondents would react to the questionnaire proper for the research.
3.7	METHOD OF DATA ANALYSIS 
In analyzing the data, frequency courts from respondents will be taken from each question to arrive to a simple percentage. This will be presented on a table for each question along with a writer explanation for more clarification.
3.8	HISTORICAL BACKGROUND OF THE CASE STUDY 
Zenith Bank Plc was established in May 1990, and commenced operations in July of the same year as a commercial bank. The Bank became a public limited company on June 17, 2004 and was listed on the Nigerian Stock Exchange (NSE) on October 21, 2004 following a highly successful Initial Public Offering (IPO). Zenith Bank Plc currently has a shareholder base of about one million and is Nigeria’s biggest bank by tier-1 capital. In 2013, the Bank listed $850 million worth of its shares at $6.80 each on the London Stock Exchange (LSE).
Headquartered in Lagos, Nigeria, Zenith Bank Plc has over 500 branches and business offices in prime commercial centers in all states of the federation and the Federal Capital Territory (FCT). In March 2007, Zenith Bank was licensed by the Financial Services Authority (FSA) of the United Kingdom to establish Zenith Bank (UK) Limited as the United Kingdom subsidiary of Zenith Bank Plc.
Zenith Bank also has subsidiaries in: Ghana, Zenith Bank (Ghana) Limited; Sierra Leone, Zenith Bank (Sierra Leone) Limited; Gambia, Zenith Bank (Gambia) Limited. The bank also has representative offices in South Africa and The People’s Republic of China. The Bank plans to take the Zenith brand to other African countries as well as the European and Asian markets.
Zenith Bank Plc blazed the trail in digital banking in Nigeria; scoring several firsts in the deployment of Information and Communication Technology (ICT) infrastructure to create innovative products that meet the needs of its teeming customers.
The bank is verifiably a leader in the deployment of various channels of banking technology, and the Zenith brand has become synonymous with the deployment of state-of-the-art technologies in banking. Driven by a culture of excellence and strict adherence to global best practices, the Bank has combined vision, skillful banking expertise, and cutting-edge technology to create products and services that anticipate and meet customers’ expectations; enable businesses to thrive and grow wealth for customers.


CHAPTER FOUR
4.0	INTRODUCTION	
		This chapter aims at presenting the analysis that is so vital that they serve as the core of any research since they give meaning to raw facts. The administered questionnaires are analyzed with the use of percentage where information given by the respondents were qualified in numerical and then converted to percentage.
4.1	DATA PRESENTATION, ANALYSIS AND INTERPRETATION
Table 1: Sex distribution of respondents
	Sex
	No of respondents
	Percentage (%)

	Female
	10
	25

	Male
	40
	75

	Total
	50
	100


Source: Field survey 2020
Comment: from the above 10 respondents representing 25% were female, while 40 respondents representing 75% of the sample was male. Hence, there were more male in the organization due to the kind of work they do.





Table 2: Age distribution of respondents
	Age
	No of respondents
	Percentage%

	20-30 years
	30
	67

	36-50 years
	15
	30

	51 years and above
	5
	3

	Total
	50
	100


Source: Field survey 2020
Comment: the table above shows that 67% of the respondents are between 20-35 years, 30% were 36-50 years, while 3% falls between 51 years. This indicates that about 97.5 of the total sample are working classes, the few were involved.
Table 3: Marital distribution of the respondents
	Variable
	No of respondents
	Percentage%

	Single
	40
	90

	Married
	10
	10

	Total
	50
	100


Source: Field survey 2020
Comment: the table above indicates that only 90% of the working populations of the organization are single while 10% were married which means the organization consist of both single and married men and women.


Table 4: Educational qualification of respondents
	Qualification
	No of respondents
	Percentage %

	O level
	-
	-

	OND
	10
	20

	HND/B.SC
	25
	50

	MS and above
	15
	30

	Total
	50
	100


Source: Field survey 2020
Comment: none of the respondents were holders of ordinary level certificate, 20% of the respondents were Ordinary Diploma holder, and 50% of the respondents were Higher National Diploma and Bachelor of Science holder, only 30% of the respondents were holder of Master of Science Degree.
		This shows that the future of the organization is bright when the resources are well managed.
Table 5: Years of service in the organization
	Years of services
	No of respondents
	Percentage%

	1-5
	8
	17

	6-10
	30
	70

	11 years and above
	7
	13

	Total
	60
	100


Source: Field survey 2020
Comment: the table shows years of working with the organization. 17% were between 1-5 years, 70% were 6-10 years of working experience, while 13% were 11 years and above. This shows the various working experience and knowledge about the organization and nation as a whole; they have good knowledge of the organization. 
Table 6: Position in the bank
	Position range
	No of respondents
	percentage%

	Low level
	15
	25

	Middle level
	30
	65

	Top level
	5
	10

	Total
	50
	100


Source: Field survey 2020
Comment: the above shows that 16% of the total respondents were low level, 51% of the respondents were middle level, while 33% of the respondents were top level. This indicates that 51% of the totals are middle level.







Table 7: Is there any realistic training programme for qualification staff?
	Category of people
	No of respondents
	respondents

	
	
	Yes
	No
	Yes%
	No%

	Supervisors
	10
	15
	5
	75
	25

	Managers
	20
	17
	3
	85
	15

	Junior workers
	20
	15
	5
	75
	25


Source: Field survey 2020
Comment: observation: it was observed from the above information that higher percentage of the respondents said yes to the question above. Therefore, the totality of the respondents indicates that there are realistic training programme for workers.
 Table 8: is the recruitment of staff based on academic qualification?
	Category of people
	No of respondents
	Respondents

	
	
	Yes
	No
	Yes%
	No%

	Supervisors
	10
	20
	-
	100
	-

	Managers
	20
	18
	2
	90
	10

	Junior workers
	20
	15
	5
	75
	25


Source: Field survey 2020
Comment: it can be deduced from the majority of the categories of the respondents agreed that requirement of staff is based on academic professional qualification. So the large percentage of “yes” responses that recruitment is entirely based on academic and professional qualifications.
Table 9: Do you have a standard grievances procedure
	Category of people 
	No of respondents
	Respondents

	
	
	Yes
	No
	Yes%
	No%

	Supervisors
	10
	20
	-
	100
	-

	Managers
	20
	20
	-
	100
	-

	Junior workers
	20
	10
	10
	50
	50


Source: Field survey 2020
Comment: It has been observed in this table above that the higher percentage of respondents from the categories of people in the questionnaire said they have a standard grievance procedure in the bank.






Table 10: Since you have been working in this bank, do you have any regret or complaint about how the bank has been treating you and other workers?
	Category of people
	No of respondents
	Respondents

	
	
	Yes
	No
	Yes%
	No%

	Supervisors
	10
	2
	18
	10
	90

	Managers
	20
	-
	20
	-
	100

	Junior workers
	20
	15
	5
	75
	25


Source: Field survey 2020
Comment: it has been known from the above information that the majority of the respondents said no to the question which means that the bank has been treating the workers to satisfactions.
Table 11: Was there any employment of disabled applicants in the last five years?
	Category of people
	No of respondents
	Respondents

	
	
	Yes
	No
	Yes%
	No%

	Supervisors
	10
	-
	20
	-
	100

	Managers
	20
	-
	20
	-
	100

	Junior workers
	20
	-
	20
	-
	100


Source: Field survey 2020
Comment: it is derived from the above information that all the workers both interviewed respectively, none of them said yes while all of said no which means that 100 percent respond no to the question. And this indicates that there is no prospect of employment for disabled applicant.
Table 12: Is there any positive effect derived from the staff welfare policies of the bank?
	Category of people
	No of respondent
	Respondent

	
	
	Yes
	No   
	Yes%
	No%

	Supervisors
	10
	20
	-
	100
	-

	Managers 
	20
	20
	-
	100
	-

	Junior project
	20
	20
	-
	100
	-


Source: Field survey 2020
Comment: this table has been able to show that all the workers as a whole interviewed categorically all said yes and none said no, which means 100% said yes and also indicate that there is positive effect derived from the staff welfare.
Table 13: Is the nature of employment in your organization encouraging?
	Option
	Respondents
	Percentage%

	Yes
	45
	92

	No
	5
	8

	Total
	50
	100


Source: Field survey 2020
Comment: 92% of the respondents agree that nature of employment Is encourage while 8% do not agree, which means nature of employment is encourage in the organization.
Table 14: Are there welfare/ health and safety in the organization?
	Option
	No of respondent
	Percentage%

	Yes
	45
	92

	No
	5
	8

	Total
	50
	100


Source: Field survey 2020
Comment: 92% of the respondents answered positively, while 8% do not agree to this, this means that welfare/ health and safety is present in the organization.
Table 15: Is the gravity of the staff encouraging?
	Option
	No of respondents
	Percentage%

	Yes
	10
	17

	No
	40
	83

	Total
	50
	100


Source: Field survey 2020
Comment: from the above table 17% of the respondents agreed that there is gravity of the staff encourage while 83% of them gave opposition view to it, this means that gravity of staff is not encouraging in the organization.
4.3	HYPOTHESIS’S TESTING
Hypothesis testing is to further understand the relationship between human motivation and the achievement of the organization objective; this testing will be done using the chi-square formula for computing the chi-square values.
X2 = ∑ (Fo-Fe)2
      Fe
Where: 
x2= computed value of chi-square
Fo= observed frequency figure
Fe = expected figure
∑ = summation sign (∑)
To test this hypothesis, we formulate both the null (Ho) and the alternative (Hi) hypothesis. They are state below:
HYPOTHESIS I
Human resources management has a very high prospect in enhancing employee’s performance/ productivity 






TABLE 4.3.1: Does human resources management has a very high prospect in enhancing employee’s performance/ productivity?
	Yes
	No
	I don’t know
	Total

	25
	6
	4
	35

	5
	6
	4
	15

	30
	12
	8
	50


SOURCE: FIELD SURVEY, 2020
CHI-SQUARE TABLE
	Fo
	Fe
	Fo - Fe
	(Fo-Fe)2
	(Fo-Fe)2
Fe

	25
	21
	4
	16
	0.7619

	5
	7.7
	-27
	7.29
	0.9467

	5
	6.3
	-113
	1.69
	0.2682

	5
	9
	-4
	16
	1.7777

	6
	3.3
	2.7
	7.29
	2.2090

	4
	2.7
	1.3
	1.69
	0.6259

	
	
	
	
	6.5894 mean calculated


SOURCE: FIELD SURVEY, 2020
DEGREE OF FREEDOM
(R - 1 (C - 1)
Where:	R = number of Rows
C = number of Columns
R= 2, C = 3
1 x 2 = 2

DECISION RULE
The hypothetical mean, which we get by checking 0.5 under 2, gives us 5.991. The difference between the calculated means i.e 6.5894 and the hypothesis mean i.e 5.991 as a result of this difference. We therefore accept Hi and reject Ho. This means that human resources management has a very high prospect in enhancing employee’s performance/ productivity.
HYPOTHESIS II
H0: Human resources management has little or no effects in employee attitude to work.
TABLE 4.3.2: Does human resources management has little or no effects in employee attitude to work?
	Yes
	No
	I don’t know
	Total

	29
	4
	5
	38

	4
	5
	3
	12

	33
	9
	8
	50


SOURCE: RESEARCH FIELD SURVEY, 2020
CHI-SQUARE TABLE
	Fo
	Fe
	Fo - Fe
	(Fo-Fe)2
	(Fo-Fe)2
Fe

	29
	25.08
	3.92
	15.3664
	0.6126

	4
	6.84
	2.84
	8.0656
	1.1791

	5
	6.08
	-1.08
	1.1664
	0.1918

	4
	7.92
	-3.92
	15.3664
	1.9402

	5
	2.16
	-2.84
	8.0656
	3.7340

	3
	1.92
	1.08
	1.1664
	0.6075

	
	
	
	
	8.2662 mean calculated


SOURCE: FIELD SURVEY, 2020
DEGREE OF FREEDOM
(R - 1 (C - 1)
Where:	R = number of Rows
C = number of Columns
R= 2, C = 3, (2-1) (3-1)
1 x 2 = 2
DECISION RULE
The hypothesis mean which we get by checking 0.5 under the degree of freedom i.e gives us 5.991 as the difference between the calculated means i.e 8.2662, we therefore, accept Hi and reject Ho, meaning that Human resources management has little effects in employee attitude to work.
.
HYPOTHESIS III
H0: Human resources management does not has significant effect on employee’s performance/ productivity
TABLE 4.3.3: Does Human resources management have significant effect on employee’s performance/ productivity?
	Yes
	No
	I don’t know
	Total

	27
	6
	3
	36

	6
	4
	4
	14

	33
	10
	7
	50


SOURCE: FIELD SURVEY, 2020
CHI-SQUARE TABLE
	Fo
	Fe
	Fo - Fe
	(Fo-Fe)2
	(Fo-Fe)2
Fe

	27
	23.76
	3.24
	10.4976
	0.4418

	6
	7.2
	-1.2
	1.44
	0.2

	3
	5.04
	-2.04
	4.1616
	0.1257

	6
	9.24
	-3.24
	10.4976
	1.1361

	4
	2.8
	  1.2
	1.44
	0.5143

	4
	1.96
	2.04
	4.1616
	2.1233

	
	
	
	
	4.5412 mean calculated


SOURCE: FIELD SURVEY, 2020
DEGREE OF FREEDOM
(R - 1 (C - 1)
Where:	R = number of Rows
C = number of Columns
R= 2, C = 3, (2-1) (3-1)
1 x 2 = 2
DECISION RULE
The hypothesis mean which we get by checking 0.5 under the degree of freedom i.e gives us 5.991 as the difference between the calculated means i.e 4.5412, we therefore, accept Hi and reject Ho, meaning that Human resources management has significant effect on employee’s performance/ productivity.
4.4	DISCUSSION OF FINDING
		Below the line cash numbers are allocated to the zenith bank plc, Ilorin. Cash supply section authority cash remittance to the zenith bank. The basis of their request which should be supported by cash forecast on receipt, the cash remittance are acknowledge immediately and brought into account in their case book. The purpose of cash forecast by zenith bank plc is to ensure that while they supplied with sufficient cash to meet their commitment they do not give cash in excess of demand, cash resources are also conserved.


CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1 SUMMARY
		Management of humans in any organization is very important before any business can survive. This is particularly so in a volatile business environment in Nigeria. In any organization, human resources cannot be quality and quantity of labour that is exhibited in the form of mental capabilities. Physical effort and overall technical knowhow of the organization actors.
		Human resources management therefore, entails the means through which an organization sustains, motivates and even disciplines its human resources to enhance the maintenance of human resources, to enhance the maintenance of human relationship and the physical well-being of employees and above all for the achievement of organization goals.
		So far so good, during the process of this research work and the aim to determine the impact of management of human resources on the overall performance of a firm, the researcher collected data of performance of the case study and those data were statistically analyzed using the method of sampled percentage proportion. The analysis of data was done statistically and comparatively and the researcher made generalization from the analysis and this was done in realistic manner with reference to our state objective at the earlier stage of his research work, we have been able to see the pre-eminence human resources over other organization factors like financial and material resources. Organization manpower forms the vicious circle, whereby corporate goals are finally achieved. And without prejudice, we strongly recommend the “zenith approach”.
		In human resources management to any organization who wishes to achieve greater height in pursuit, in achieving corporate goals and objectives, bearing in mind that proper management of an organization in human resources actually make the whole differences between a successful organization and other side.
5.2 CONCLUSION
		It is the belief of the researcher that if the above stated recommendation arte abide by the business organization in Nigeria, volatile business environment pertinently it could be deduced from the genesis to relation of this research work that any organization who wishes to mount to the greater height in its pursuit to achieve corporate goal must take to cognizance that the proper management of human resources actually make the whole difference between successful and unsuccessful business organization conclusive. The management of resources in every organization has a monumental impact on its overall performance.
5.3 RECOMMENDATIONS
I would not call out research work done off if I fail to make mention of some rather negative observations I discovered about some human resources management policies. In our case study and subsequently advised on those lapses during my research work, I discovered that as a matter of corporate principle, my case study does not absorb youth corp. members for any training whatever, even they allow first degree or diploma holder without years of working experience to apply for vacancies this policy will rather found unsatisfactory and would like to advice on the contrary tat corp. member on training be given a chance to come into the bank to learn more about the practical aspect of their field of study. Thus, I think it could even help the bank to discover outstanding potentials useful to the bank to discover outstanding potentials useful to the bank among the corp. members on training.
		The second observation which also happens to be the final has to do with group where my last respondents came from. I discovered that the group solely comprising of junior workers like the driver and security office. In other word, this group is not given any form of audience from the management. It exists independently and has no official recognition. To this I do want to advice the management to upgrade this informal group to formal status to help boost the morals of these junior workers even when they are being adequately catered for by the management, they still need some form of recognition by the fact is further buttressed by the truth that without human resources, it will definitely be impossible for other resources to be properly managed towards productivity. Thus, the importance of human resources became quite an issue that should be taken with levity; due to the significant role is a play in bringing about the actualization of corporate goals. Knowing its importance in an organization. Therefore, demand for its proper management, if there is to be consistency in an organizational growth and general performance.
		For this reason, therefore, we felt strongly compelled after seeing the enviable and promising standard that zenith bank plc had set in just its fifteen years of corporate existence, to embark on a feet finding mission on how the bank has been able to combine various productivity resources through proper skilled motivated and strongly committed to the success of the bank. We were able to see how strongly significant that proper management of the human resources of an organization effects to largest degree, the general performance of the organization.
		The whole policies and measures instituted by any case study in the aspect of managerial science (human resources management) has proven to be so simply best and most rewarding both to the organization where in it fifteen years of existence and being characterized by labour turnover of just only two staffs out of about two thousand six hundred and seventy two (2,672) work force this represents a slim margin of 0.12% of its original staff strength.
		With reference to the whole human resources management policies, we were highly impressed to see uniquely package policies of employment. Staff healthy/ safety and welfare policies and remuneration, which particularly was itself a “model” policies put in place for fringe benefits, compensation and reward, loan allocation and other allowances, motivating, incentives for junior workers and a whole lot of other couple with their disciplinary policies and measures, all these were found out to be skillful and continuously instituted, thus about the constituted progress of the bank yearly performance even in the face of unpredictable circumstances plaguing our nation’s banking sector of particular interest in their remuneration system which was commendable and even enlighten further of the conventional approach, which involves the determination of staff salaries using the prevailing standard and adopted by most contemporary institution of like business. 
		And on this we were further told that the banks in this respect in a pace setter in that in adopting this approach, they don not strictly apply remuneration policies. In other banks but instead they go beyond that so that their new policy become the one others will follow. To the end, we have come to the strong conclusion that just like zenith bank plc the proper and efficient management of any management. This would also help them in providing a route to channel their complaints and even appreciation to management at any point in time.  I recommend that management see to this issue with a view to adjusting the current situation bearing in mind that work as well as group by the employees as prescribed by Maslow in his theory of motivation. 
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QUESTIONNAIRE
Questionnaire on a case study of zenith bank and the V (  ) relevant voice in case of listed option bank Nigeria Plc, Ilorin.
Fill the space provided where necessary and the (	) relevant choice in case of listed option. 
Cover letter
To;
Zenith Bank PLC NIG,
Unity branch Ilorin.
	Subject: Your co-operation required
			Matric No: ND/23/BAM/PT/0585
			Department: Business Administration and management 
			Institution: I.F.M.S
Dear Sir,
	I am a research student at Kwara State Polytechnic, Ilorin. A research study is being conducted by me in the “impact of human resources management in a private organization” under the supervision of Mr. Bakar for this research purpose limited number of good performance companies have been selected and I feel delighted to inform you that your distinguished organization is one of them.
	In this particular context, and to measure the degree of correlation between the employee performance and human resource management practices, I have declared a questionnaire which I would like you to fill up because you are the people having the expertise and practical experience, I believe that your fair and expert feedback will make this research very successful.
	While you fill-up this questionnaire, please ensure that you are consulting the under-listed point scale (1,2,3,4,5) to respond to every question. It will help you to select the most realistic option.

1 = Strongly disagree	2 = Disagree		3 = Indifferent	4 = Agree		5 = Strongly disagree 




	I highly hope that you will respond to this questionnaire within 2-3 days (maximum) of it receipt to enable me complete research work within the allotted time.
Thank you
							Yours Faithfully,
							     Reseacher
SECTION “A” 
1.	Sex: male (	) female (	) 
2.	Age: 16-25 (	 ) 26-35 (	) 36-45 (	) 46 above (	) 
3.	What is your educational background/qualification primary 
(	) WAEC (	) ND (	) NCE (	) HND/BSC 
(	) MBA (	) 
4.	Marital status: Single (	) Married (	) 
5.	Designation/present position in the organization. Management (	) senior staff  (	) Junior staff (	) 
6.	How long have you been working with the company? Less than a year (	) between 1-2 years (	) between 3-4 years 
(	) Between 5-6 years and above (	)
SECTION “B”
7.	Do you prefer cash sales to credit sales? (a) yes (    ) (b) No (  ) 
8.	Does your bank do sales promotion? (a) yes (	) (b) No ( ) 
9.	Does your bank normally offers a cash discount for collecting 
prompt payment? (a) Yes (	) (b) No (	) 
10.	Does your bank operates standard procedures for collecting 
Overdue account?
11.	Has your bank turnover shown a tendency to increase the 
amount of your product? (a) Yes (	) (b) No (	).
12.	Does your bank operate on internet banking?
	(a) Yes (	) (b) No (	).
13.	Does your bank operate on current monetary rate?
	(a) Yes (	) (b) No (	).
14.	Do you prefer internet banking to easy money?
	(a) Yes (	) (b) No (	).
15.	Does your bank liquidate fixed/call deposit?
	(a) Yes (	) (b) No (	).
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