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ABSTRACT

This study examines the effectiveness of Human Resources Management (HRM) on organizational performance, using Cadbury Nigeria Limited as a case study. In an era marked by globalization, technological innovation, and intense competition, organizations must leverage their human capital strategically to maintain a competitive edge. HRM, as a critical function, plays a vital role in recruiting, developing, motivating, and retaining talent that drives organizational success. The primary objective of this study is to evaluate how HRM practices such as recruitment and selection, training and development, performance appraisal, compensation management, and employee relations impact key performance indicators including employee productivity, organizational profitability, innovation, and job satisfaction. The research employs a descriptive survey design, utilizing structured questionnaires administered to a cross-section of employees at Cadbury Nigeria Limited. Both primary and secondary data were collected and analyzed using statistical tools including descriptive statistics and regression analysis. Findings from the study reveal that there is a strong positive relationship between effective HRM practices and improved organizational performance. Specifically, it was found that consistent employee training, transparent performance appraisal systems, and equitable reward structures significantly enhance employee morale and productivity. Furthermore, strategic recruitment ensures the organization attracts high-caliber talent that aligns with corporate goals, while strong employee relations foster a healthy organizational climate conducive to growth. The study concludes that effective human resources management is a key driver of organizational performance at Cadbury Nigeria Limited, and by extension, in similar manufacturing and corporate environments. It recommends that HR policies should be continually reviewed and aligned with organizational objectives to adapt to changing business dynamics. In addition, the research suggests that greater investment in employee development and participatory management will further strengthen performance outcomes. This study contributes to the growing body of knowledge on strategic HRM in Nigeria and offers practical insights for HR professionals, managers, and policymakers on leveraging human capital for sustainable business success.
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CHAPTER ONE
1.1
INTRODUCTION

The human resources process like many other organizational activities is a dynamic process. The question of trading and allocation of human resources in management. Manpower management pursues policies and programmed that interest in obtaining and main forming a co-operative, committed, and creative workforce. It concerns itself with the greatest single asset of an organization of its people. These groups are deliberately brought together to accomplish the relationship of employee, to production and productivity.


For an organization to be viable, adaptive, and dynamic, it must constantly, discovers, recruit, develop, maintain and avoid mismanagement of human resources, organized people into effective teams, department unit and group, and ensure that the organization of individual responsibilities are properly discharged. At the same time, should be develop to the management of human resources of an organization because it helps an organization to achieve it goal.


Some writer view human resources as the conscience of an organization strictly to ensure equity, justice and ethical standard in an organization. The choice of this topic therefore, was informed by the need to examine viable alternative strategy for the effective management of human resources in Cadbury Nigeria Plc.


Due to the quest for effectiveness in the management of human resources in the Nigeria Public Sector, the company has over the years been the major focus of those at the helm of affairs. The achievement of human resources, particularly in the sphere of government will remain illusory without necessary being taken.


The realization of its objectives effective human resources management, tend to pose certain problem that requires the formulation strategy, in order to achieve maximum result. However, it is the realization of those cordial objectives that high points of the 1997/98 government budget speeches embraced privatization. This seem to mean is the clear manifestation of government awareness of those benefit variable from efficient management of those benefit sources, especially human resources. When technology and financial resources are evenly matched between competing organization, the advantages rests with the organization whose employee poses superior experience knowledge and skill, therefore the success of failure of an organization depends on how its human resources make business run without capital resources and the entrepreneur.


There would be no business without people to help the owner run the business. The nothing could be accomplished without human resources.


A well organized and properly co-ordinate resources mobilization system is without the doubt a basic recruitment in economic development of any society. Equally important with the process is the management (Allocation and utilization) of the harnessed resources.


This is for financial resources as well as it is for both human and material resources.  The quality of prevailing resources management technique could be said to be the major determinant of the trend and peace of development in any economy. Based in the above and by the virtue of the overuse task in valued in management of human resources, Government sector is expected to have a management line that is aimed at reduction operation overhead. Maximum and efficient use of material and utilization of staff in order to realize the ultimate goal for which the company was set up are essential.

1.2
STATEMENT OF PROBLEM

This project is based on the concept that the task of all management is to design and maintain an environment conducive to the performance of individual who are working together in group towards the accomplishment of some pre-selected goals. Not all groups, however, believe that they need management. Even Cadbury Nigeria Plc seemed to feel this wary and finally emphasis the need to collegial management which they feel will help increase confidence on their job and reduce any fear or haltered for superiority. In reality however, proper management cannot operate without a manager. In their design not to be managed, these groups of people forget that effective manager whether director or not do everything in their power to design on environment which staff coin best perform certain critics of modern management feel that people would work together, and with move personnel satisfaction if there were no manager, they prefer to refer to ideal group operation as a team effort. They apparently do not realize that in most rudimentary form of team play, individual paying a game have clear group goal as well as personal over as assigned to position fellow play pattern allow someone to call the play and follow certain rules and regulations or guideline form empire observation. It may appear as though there are various factors operating in the human resources management is nothing more than good record keeping, planning the company, picnic and maintain the retirement record.


Considering the aspect of employee motivation goal leader, compensation and welfare service, promotion, and the general work environment are various motivational factory and sale there goal leadership are intangible difficult to quality and the effect in motivating employees can not be directly measured, both by employee and employer. However one factor that is easily appreciates by the employee is enumerated.


Against this background, this research would lock into the following areas:-

i. Examine the relevance of personnel management and its concept from different school of thought through the review of various textbooks relevant periodicals and journals.

ii. Analysis of the personnel management process and steps involved init

iii. Examine personnel management process function, employment wages, and salary administration training and development, labour industrial relation, safety and health, welfare among others assessing likely effect of personnel management on organizational performance, this will be based on theories from which hypothesis will be the obtainable organization through the use of questionnaire and interview.

iv. Endeavour to point out the problem facing organizations in the effective management of personnel.

v. Making the necessary recommendation of improvement based on the tidings from the interview and use of questionnaire.

vi. Other related personnel matters highlight above will be infuse in the course of writing.
1.3
RESEARCH QUESTION

This study is basically designed to answer the following research questions:

i. How does human resource management contribute to organizational productivity at Cadbury Nigeria Limited?

ii. How effective are the recruitment and selection processes in Cadbury Nigeria Limited?

iii. What is the effect of training and development on employee performance?
1.4 OBJECTIVES OF THE STUDY
There is no doubt that lack of proper procedure has been militating against proper human resources management in all public establishments.

The objectives of the study therefore are:-

i.
To evaluate the role of human resource management (HRM) in improving organizational productivity at Cadbury Nigeria Limited.

ii.
To assess the effectiveness of recruitment and selection processes in Cadbury Nigeria Limited.

iii.
To examine how training and development programs affect employee performance at Cadbury Nigeria Limited.

1.5
RESEARCH HYPOTHESIS

i.
H₀: Human resource management does not significantly contribute to organizational productivity in Cadbury Nigeria Limited.

H₁: Human resource management significantly contributes to organizational productivity in Cadbury Nigeria Limited.

ii.
H₀: Recruitment and selection processes in Cadbury Nigeria Limited are not effective.

H₁: Recruitment and selection processes in Cadbury Nigeria Limited are effective.

iii.
H₀: Training and development have no significant effect on employee performance.


H₁: Training and development have a significant effect on employee performance.

1.6 SCOPE OF THE STUDY
This study is designed to investigate the effective human resources management and its tools of attaining company co-operative objectives.

Also the study covers an individual orientation towards the organization in term of loyalty identification and involvement. However, the study would look into one aspect of job attitude in an organization and others dealt wish. The study makes use of Cadbury Nigeria Plc as a case study and research is to be conducted in all the department of the company which includes the production personnel and administrative department, account department, cooperative and research department.

1.7 SIGNIFICANCE OF THE STUDY

It is clear statement of fact that an organization need to develop and effective, mange its human resources for effective organizational objective, especially, organization that are specifically established to cater for the welfare of the citizens. It rationally follows that the management team must be effective and in line with its responsibilities.

Attempt will therefore be made in its research project to provide an insight the management of human resources in the Cadbury Nigeria Plc. It is also assumed that this study will serve as future references for other writer that are interest in human resources in management, especially, incorporate companies
1.8 DEFINITION OF KEY CONCEPTS

A job:- It is an organization unit of work, it is made up of a collective of task assignments duties and responsibilities.

JOB SPECIFICATION:- It is centered around people it outside the  personnel qualification essentially for carryout the job such experienced mental and visual abilities. The supervision responsibility for the portion the physical requirement for the accountability, the complexity of duties, working condition and relation expected with others.

THE WORK ANALYSIS AND DESIGN

This is concerned with vacancies within an organization be for people can be recruited and selected for the job and organization must known what must done the way the work is to be divided and assigned to different job.

JOB ANALYSIS

This is determined by observation and study of  pertinent information about the nature of a job analysis.

1.9
LIMITATION OF THE STUDY

In using sample six there may be deviation which is capable of decreasing the accuracy of the study. There is also the problem of collecting information from the employee in the company. Some of them are unwilling to discuss some vital information which is relevant and essential for the study.

CHAPTER TWO

2.0 LITERATURE REVIEW

The need for the human resources planning may not be readily apparent. However an organization that does not do planning for human resources may find that is not meeting for human either its personnel recruitment of it over all goals effectively. Its plan for the future personnel is one of the thin that organization needs to take into account. Bolt for internal activity and factors in the external environment.

Virtues every fact of the employment relationship less been modified at one time or another by organized labourer or by government. How person are recruited and retired, how much and in what form they are paid, the circumstance under which employment can be terminated these and other vital questions are partially of ever while decide by influence outside the organization. Even it an organization is tempted to down grade its people, outside influence would expert pressure against such a policy. Manager and administrator are responsible for the operation and maintenance of this system, so that human resources are responsible for the operation and effectively used.

Human resources management has different meaning to different people, to some; it is best expressed as asset of activities or performance by an organization such as recruiting and training. To others, it is a set of skill or techniques such as job evaluation and analysis or psychological or orientation towards the use of people in an organization. According to the concise dictionary (1996) management is a person conducting a business instituting e t c, while management can be defined, a deceitful contrivance or governing study and to manage it may entail handling, fielding, conducting, another person to one’s aim ( often with inadequate material) opening with and making proper use of it.

Human resources management can be defined as an effective management of human resources of an organization aimed at getting effective result from people. Has been generally described as management responsibility but a staff function for instance. On the other hand, it is the function and responsibility of every manger or supervisor that has people under him all of whom are working towards the achievement of certain desired goals.

In the view of then Carson (2000), human resources management is the responsibility of all those who manage people as well as being a description of the work of those who are employed as a specialist. It is the relationship within and enterprise. It applies not only to industry and commerce, but to all field of employment human resources management aim to achieve both efficiency and justice, neither of which can be pursed to bring together and develop into an effective organization of men and women who make up, an enterprise enabling each to make his own best contribution to its success both as an individual and as a member of a working group. It seek to provide fair term and condition of employment and satisfying work for those employed.

It is of importance however, for a reason we must examine the past in order to understand and evaluate the development of those issues that have become bench mark of what is now a major and sophisticated function in most organization.

The human resources management function of personnel function began to achieve more than a hundred years ago when the industrial revolution transferred our aggression economy into a society in which majority of the labour force become employees of large organization.

Historical human resources management has either been completely ignored or relegated to a very minor role in the firm. According to Keith (1836-1909). If the personnel management as they were generally treated as second class citizen and were assigned the unimportant duties of running a small employment office, keeping personnel function was limited to employment interviewing, testing, wages and salaries, training and development and employees welfare program but now, there is general awareness among the management of the important of human factor in effecting organization performance. The personnel department has thus recently moved into area of motivation and organization development.

In summary what began simply as a clinical function concerned with keeping employment records and ensuring that employees were paid on time has involved into a proactive profession concerned with the best utilization of the organization human resources development.

It was not until labour union gained a foothold in American business in the late1936’s and 1940’s that the personnel function becomes important.

After 1935, the significant responsibility of dealing with the union or keeping it out. By the end of the word war II personnel department were directly concerned with employment and labour relations. This definition suggests that personnel work deals not merely with the mechanics of hiring and tiring, but rather with the pour staking analysis of human motivation and the skilled adoption of means to an end so that each individual may benefit organization through the most complete realization of his inner possibilities. Human resources management can also be defined as the direction and co-ordination with a view of getting the maximum necessary production with a minimum of effects and function with proper regard for the general well being of the workers.

2.2 CONCEPTUAL REVIEW

2.2.1
PERSONNEL MANAGEMENT PROCESS IN CADBURY

According to Allen and Mayer (1984), he described personnel management as the step by step procedure designed to ensure that personnel needs of the organization will be constantly and opportunity met personnel management process is further grouped into the followed process:-

1. Men power planning process

2. Recruitment and selecting process

3. Training and development process

4. Staffing process.

2.2.2 MANPOWER PLANNING PROCESS:-

O’ Reill and Charman 1986: described manpower planning as the process of developing human resources to ensure that the future need of the organization is appropriate met in order to achieve the pre-determined goals of the organization. The purpose of manpower planning is to ensure that the presence of the right number of employees. With the right of level of skill, in the right job at the right time are performing the right activities in order to achieve the objective of the organization. This purpose has two main elements.

i 
To ensure the optimum rise of human resources currently employed.

ii 
To provide for future manpower need of the organization in terms of skill, number and age.

Mayer and Allen 91984) recommended three stages for manpower man power planning process. The first stage of manpower is to identify those with the relevant internal and external factors. Manager most anticipates and responds to variety to change over which they have little control. These changes include change in international events, government legislation, social value, technological education, social population shift, structure function and power with the organization. The second stage of manpower planning is forecast. This attempt to predict the future change in human resources need of the organization. This can be achieved by means of simple or sophisticated techniques; the forecasting can be done by means of guess work, rate of thumb, judgment, forecast, opinion, inner programming e t c, third stage of manpower planning requires the audit of current job and employers skill.

A comprehensive job analysis of current jobs provides the base for the undertaken employee inventory.

2.2.3

RECRUITMENT AND SELECTION PROCESS

Lawal (1995) defined recruitment as the process of enlisting people within and outside organization of fill gaps in the organization manpower. Recruitment of the personnel manager who is therefore to operate closely with all available sources of supply and to make him self responsible for the selection and placement of staff. Arnon. E. Reichers (1985), expressed that manager usually modified the personnel unit that an opening needs to be filled.

This is accomplished by the submission of requisition to the personnel representative and the manager must review the job description and specification to have detailed information about the review, the job follows the review, the actual recruitment being check of internal sources of recruitment available through transfer, promotions and job positing. Then, the external sources are contacted. Recruitment may be approached systematic in the following manners.

1. Internal recruitment like the issuing of circulars or staff notices or notice board indicating the vacant post for staff to apply the advantages of this method include improvement in morale of workers, promotes better assessment, lower costs and motivation for good performance.

However, internal recruitment may lease to imbedding political fighting and strong management development programmers may be requires for effectiveness of the recruitment.

External recruitment which may include:-

1. Employment bureaus

2.  Consultancy firm

3. Universities, technical colleges and school

4. Advertisement in the daily or weekly trade journals.

SELECTION PROCESS

Vader berg and Lance (1992), examines selection process as choosing people for the job. It involves mutual decision making on whether to make job offer and attractive of the most appropriate application and turn then into candidate and persuade them to accept the employment offers.

Furthermore, Duncan Crammer (1996), analyzed that after a potential employee has been recruited from one of the sources discussed above, he or she must go through the selection process that is essential. A set of step or combinations of them this can eliminate the applicant from further considerations. But if the applicant is able to get through all steps he or she may be employed. Although, number and sequence of hurdles rose from firm and from job, the selection process may take the following:-

1. First, contact interview

2. Complete application interview

3. Main interview

Period of time, thus concept it corporate planning talk of the planning process in an organization be it in a manufacturing business concern or even in a service oriented organization.

The concept of co-operative planning spans cut across all of human enslaves and it has no limitation in as much as there is a defined objectives. Therefore, varying aspect of strategy i.e are adopted so as to accomplish co-operative of objective example of strategies to be adopted could central on production, marketing, financial human resources or personnel e t c.

Hammer (1986), discussed that deficiencies personnel management with the conceptualization of procuring human aspect of resources development and mobilization them for productive purpose with the ultimate objective of attaching co-operate goals. The underlying motivate of personnel management therefore, otherwise coined the objective could be summarized as following:-

i. To achieved the desired level of productivity in the organization.

ii. Ensuring job satisfaction in the individual.

iii. To ensure good quality of work life

In the personnel of achieving a desired level of productivity in an organization. The individual in the work place need to be encouraged them to give their best in so doing the workforce must activate them and would feel satisfied on the job itself. Also the environment must be contusive for workers or one hand and the organization on the other. Things such as the term of salaries and other conditions of services that would make workers have a sense of belonging and pride in this job and work place must be put in place like R (1996); Gregor (1967), Lowever ensuring job satisfaction for the individual Workers.

Cetton and Tuttle (1986), applying the theory of economics, where as also, there shall be leader personal for instance ratter by precept, this is done to make the subordinate to be motive and work very conscientiously even in the absence of the leader any work assignment or delegated so as to achieve the desire of co-operate objectives.

In pursuance of the above objective, the personal management concept according to leggie (1995), expert of personnel management contend that for effective planning, It is important and imperative that human resources need to be take into consideration since they form the bedrock of the organization therefore the factors of :-

iv.
The organization strategic plan should take into consideration the planning human resources i.e (personnel).

v
Potential change in the external environment I the organization.

vi
The present workforce

vii
The availabilities of finance

viii
Organizational expansion acquisition strategy ideal, the step in planning organization need would involve the following :-

1. Planning for the future balance

2. Planning for future needs of organization

3. Planning for recruitment and selection for lay off.

4. Planning for development in the organization.

2.2.3 LEADERSHIP STYLE IN PERSONNEL MANAGEMENT:-

This is the various patterns of behavior favored by leaders during the process of directing and influencing workers.

When it becomes evident that effective leaders did not seems to have a particular set of distinguishing traits researchers tried to isolate the behaviors characteristic of effective leaders. 

Researchers tried to determine what effective leaders do, how they delegate tasks, how they communicate with and try to motivate their followers or employees, how they carry out their tasks and so on.

Furthermore, we have

(a) Autocratic leadership

(b) Democratic leadership.

A. In this regard the autocratic thus

1. Direct all activities and makes all decision since tool little time of crisis

2. Does not delegate authority to subordinates situation may not permit normal consultation.

3. The leader is an expert and hence would gain nothing from consultation.

4. When subordinate do not participate in planning, they equally have no choice in selection of work

5. Every detailed work is chosen, monitored by the leaders, much more attention is give to failure than success.

6. Autocratic leader with purposeful drive and direction are able to get the best short term result.

B. DEMOCRATIC LEADERSHIP

In the aspect of democratic or participative a leader is a person who involved subordinates in decision making but may retain the final authority.

A democratic leader can also be defined as a person who tries to do what the majority desires. Democratic leader tend to be those who make theory assumption. Leaders who involve their subordinates decision making.

i.
Decision making is shared by the leader and the group

ii.
Criticism and praise are objectively given

iii.
A telling of responsibility is generally high

iv.
Quality sand productivity is generally high.

v.
New ideal and changes are welcome

vi.
When the leader is forced to move a decision his reasoning is explained to the group

vii.
The group generally feels successful under the democratic leadership.

Democratic leadership also explains reasons for decision taken as well keeping workers informed of future plans. In the same vein, the group gives their opinion on problem or issues but which are not aimed at consensus decision nor did he oblige to hold such as binding.

He influences the behavior or individual and group towards a desired result. It depends on the human relation skill and personality of the manager to meet the intrinsic and extrinsic need of the group he leads.

Leadership function, the group maintenance and task related activities that must be performed by the leader or some one else for a group to perform effectively. It is regular part of every management jobs in a work situation, the personnel manager, particularity and hence arises from the needs of particular man. To this end leadership is said to be the function of the environment where the leader is.

FREE-REIN OR LAISSEZ FAIRE

The free rein on laissez faire types of leadership operates under circumstances where the leader pays little or no attention to the workers and the job. The leaders hence avoid contact with his group, allow them to set the group goal and target as well as make decision on their own. Invariably, they are given free hand in the process, even though he casually does observe operation but get involved the work.

In summary, the types of leader he is in and the style of leadership he possesses in dependent or rather is a function of his environment. In any circumstances, the leader must take into consideration the prevailing to his style. In addition, the situation theory emphasized the leader right to understand their own behavior and that of their subordinates.

2.2.4
PERSONNEL MANAGEMENT AS A LINE STAFF OR FUNCTION:-

Department Nahavandi and Mlackzadah (1993), considerably depending on the qualifies, abilities, qualification and expertise of the manager as well as the size of the firm, its technology purpose, management attitudes and the need of organization. In the line organization which is best suited for small business organization whose operation on are generally divide into production and marketing. The managers of these departments have complete authority and responsibility over the activities and personnel activities. Hence, the manager board in each department must possess board and diversified skill to effectively combined personnel function with their primary responsibilities. As the activities of line department increase in number and complexity, manager may not be able to face the challenge therefore,, a staff specialist need to be employed to assist the top level manager and line manager on their personnel problems. Lee’s (1970) suggest that in some organizations, the management may attach so much important to the personnel function that the head of department may be the vice-president or a major executive in the organization.

Linker, R.(1976), distinguished between a personnel specialist and personnel generalist has responsibility for performing variety of personnel function e.g. deputy managing director of personnel director of human personnel e.g. training manager, recruiting officer, job analyst e t c.

2.4
THEORETICAL FRAMEWORK

The theoretical framework provides the foundation upon which the entire research or industrial training experience is built. It presents theories and models that relate to the field of study and helps explain the concepts and practices observed during the training. This chapter discusses key theories relevant to the operations and activities experienced during the (PROJECT).

2.4.1 Concept of Theoretical Framework

A theoretical framework is a structure that guides research or analysis by relying on existing theories and models. It defines the variables and concepts of a study and provides a lens through which data and experience are interpreted. The framework identifies relationships among variables and helps in understanding how certain processes and practices function within an organization or industry.

2.4.2 Importance of Theoretical Framework in PROJECT
The inclusion of a theoretical framework in a PROJECT report is significant for the following reasons:

It links academic knowledge with real-world practices.

It aids in analyzing and interpreting activities performed during the industrial attachment.

It guides the reporting process by aligning experiences with theoretical underpinnings.

It enables the identification of best practices and areas for improvement within the organization.

2.4.3 Relevant Theories to the Field of Study

Here is a sample section that will vary depending on your course or industry:

2.4.1.1 The 4Ps of Marketing (Marketing Mix Theory)

Proposed by E. Jerome McCarthy, the marketing mix refers to four key elements: Product, Price, Place, and Promotion. These elements were observable in my PROJECT organization’s marketing strategy, especially in how they introduced products, priced them competitively, and engaged in promotional campaigns.

2.4.1.2 Maslow's Hierarchy of Needs

This psychological theory by Abraham Maslow explains consumer motivation. It was relevant in understanding customer behavior and demand patterns in the business environment during my PROJECT.

2.4.1.3 Consumer Behavior Theory

This theory examines how individuals make buying decisions. It was particularly important during customer interactions and market surveys at the organization.

(Example for a Computer Science student)

2.4.1.4 System Development Life Cycle (SDLC)

The SDLC model outlines the phases of software development: planning, analysis, design, implementation, testing, and maintenance. This model was evident during software development tasks at the organization.

2.4.1.5 Agile Methodology

Agile emphasizes iterative development and collaboration, aligning closely with the working style at my PROJECT placement. Teams worked in sprints with frequent updates and client feedback.

SUMMARY
The theoretical framework bridges the gap between classroom learning and real-life practice. By understanding and applying these theories during PROJECT, I was able to analyze organizational processes, identify strategies, and enhance my professional development.
2.5
 Empirical Review

An empirical review refers to the evaluation of published work where data was collected and analyzed to answer specific research questions. These studies provide evidence-based knowledge and form the basis for understanding trends, strategies, problems, and solutions in a given field.

2.5.1
Selected Empirical Studies

Below are examples of real or typical studies that could be cited in a PROJECT report, depending on your course and field:

Oluwasegun, T. (2021) conducted a study on “The Impact of Promotional Strategies on Customer Retention in Retail Stores in Lagos.” The study found that discounts, customer engagement, and loyalty cards significantly improved repeat sales.

Adeyemi, B. (2020) examined “Consumer Behavior in Online and Offline Shopping” and discovered that brand reputation, ease of access, and after-sale service were crucial to customer satisfaction.

2.5.3
 Summary of Empirical Review

These empirical studies demonstrate how theories and practices function in real business, communication, or technical settings. Comparing these findings with my PROJECT experience helped validate the methods used in the organization and also highlighted areas for improvement. This review further strengthens the report by showing that my observations align with broader research findings.

 LINE ORGANIZATION MANAGEMENT AND PERSONNEL OFFICERS

  





 

      


CHAPTER THREE

3.1
RESEARCH METHODOLOGY 


Methodology is a crucial aspect of any research work.  In essence, it explains the system or method used in conducting the research work.


Methodologies as a research instrument enable truth or knowledge to be validated and its facilities seasoning.


This chapter will highlight such element as the population of the study design measuring instrument, method of data collection, procedures for processing collected data and methods of analysis used to test the formulated hypothesis.

3.2 STATEMENT OF RESEARCH HYPOTHESIS 

Basically, three hypotheses will be tested in this study, they are:  

i. That corporate objective can be achieved through effective human resources management.

ii. The effective human resources management can contribute to the performance of workers towards the achievement of corporate objectives.

iii. That lack of effective human resources management hinders the progress of an organization.

3.3 SAMPLING DESIGN 

In recognition of the fact that the sampling technique adopted for study would be to a considerate degree reflect in the final result.    

The researcher made conscious and purposeful attempt to utilize appropriate sampling method.  In pursuance of this, the sample was adopted.

3.4 SOURCE OF THE DATA COLLECTION 

The approach of this study is both decrypted and explanatory.  The major sources of information are primary and secondary source.  An eight weeks internship programmes undertaken at the establishment division of Cadbury Nigeria Plc, afforded the researcher the benefit of he participant observation method of data collection.

The questionnaire method was also to, top additional information.  Questionnaires were distributed information.  Questionnaires were distributed to some members of staff using the random sampling techniques of data collection.  The researchers also examined relevant record and document like annual report.

3.5 DETERMINATION OF THE SAMPLING

The governing principles for choosing the sample.  The sample size is to choose such a sample which scientifically would be representative of large population staff shall be classified according to job status basis that is management level, senior and junior level.  The member of respondent from each category will be made proportional to its staff strength, in order to ensure that the sample variable as job status, sex marital status, academic qualification and year of experience will be taken care of by the quest sampling which would be used for the samples design.

3.6 POPULATION OF THE STUDY 

The population of the study is the manufacturing companies involved in the manufacturing of commodity.  However since, the production area of Nigeria economy is quite divers.  It may perhaps be impossible to cover all with the firm therefore to the frame of this study.  Thus, a sample consisting of workers in Cadbury plc is used as a case study Cadbury plc has been selected owing to success in the manufacturing in Nigeria.

3.7 METHOD OF DATA ANALYSIS 


All collected data relating to the questionnaire will be arranged, the questionnaire will be arranged in tabular from and logical deduction drawn from the tabulated data.  Each research question will be treaded and analyzed in its own merit by making use of the tabulated data.  Simple statically procedures involving frequencies and percentages are employed simple chi-square will be used to test the hypothesis.  Chi-square gives a following: 

      X2 = E(0 - e)2


    e

Where:


X2 – Chi – square 


0 – Observed Frequency 


E – Expected Frequency 


e – Summation  

The decision rule is that it the table value of X2 is less than critical value of X2 the hypothesis is accepted and it otherwise the hypothesis is rejected or is not accepted.

CHAPTER FOUR

4.1 PRESENTATION AND ANALYSIS OF DATA

This chapter is particularly concerned with the analysis of data collected through the questionnaire fifty (50) questionnaire were administered and thirty (30) were actually recovered.  Therefore, the thirty questionnaire recovered will be the basis for the sample size for the study.

The result was analyzed sing the statistical procedure for frequency distribution of some parameters percentages of the parameters studies and uses of chi-square (X2) to prove the validity of otherwise of ht hypothesis earlier stated.  The table below contained various questions.  It should be noted that due to time constraint all the table might not be included in this chapter.

4.2 ANALYSIS OF PERSONAL DATA

Table 4.1.1: Sex Distribution pf respondent 

	SEX
	NUMBER
	PERCENTAGE (%)

	Male 
	23
	76.7

	Female
	07
	23.3

	Total 
	30
	100


Source: Filed Survey 2025
From the above table (4.1) it can be observed that the total number of male respondent 23 (76.7%) is more than total number of female respondent 7 (23.3%).

Table 4.1.2:
Age Distribution of Respondents

	Age
	NUMBER
	PERCENTAGE (%)

	10 –  19 
	04
	6.7

	20 – 29 
	12
	40

	30 – 39 
	09
	30

	40 – 49 
	05
	16.6

	50 – above 
	02
	6.7

	Total 
	30
	100


  Source: Filed Survey 2025
The table 4.2 shows the various categories of age.  Therefore 8% (2) respondents fall between the age of 11 and 29, 30% (9) between 30 and 39. 16.6% (5) falls between 40 and 49, 6.7% falls above fifty (50) categories.


Table 4.1.3: Marital Status of Respondents:

	Option 
	NUMBER
	PERCENTAGE (%)

	Single 
	08
	26.7

	Married
	17
	56.6

	Widow & Widower 
	02
	6.7

	Divorced
	03
	10

	Total 
	30
	100


Source: Filed Survey 2025
The table (4.1.3) shows that 26.7% (8) of the respondents are single 50.6(17) are married 6.7% (2) ar3e widow/widower, while 10% (3) are divorced.

Table 4.1.4: Statement 11: Have you been compensated at all?

	Option 
	NUMBER 
	PERCENTAGE (%)

	Yes
	25
	83.3

	No
	05
	16.7

	Total 
	30
	100


Source:  Filed Survey 2025
Table (4.1.4) shows that 83.3% (25) of the total respondents agreed to have been compensated while 16.7 ticked no option.

Question: What types of compensation does your organizations used?

Question 12: Types of compensation enjoyed by table the respondents?

	Option 
	NUMBER 
	PERCENTAGE (%)

	Monetary 
	05
	12.6

	Promotion 
	14
	56

	Salary Increment
	07
	28

	Extension of leave
	04
	13.3

	Non
	-
	-

	Total 
	30
	100


Source: Filed Survey 2025
The table (4.1.5) revealed that 12% of the total number values (3) 56% (14) compensated by promotion 25% (7) salary increment while 4% (1) of the respondent enjoyed compensation by promotion.

Table 4.1.6 revealed that 83% of the respondents strongly agree that human resources management is a tool to achieve the corporate objective while 16.7% disagreed with the statement.  It therefore shows that effective human resources management is a tool to achieve cooperative objective.

Table 4.1.7: Effectiveness and Efficiency of the human resources department of the organization 

	Option 
	NUMBER 
	PERCENTAGE (%)

	Agreed
	24
	80

	Disagreed
	04
	13.3

	No Response
	02
	16.7

	Total 
	30
	100


  Source: Filed Survey 2025
 According to the table respondent agreed that the human resources department in an organization is very effective 13.3% (4) disagreed, while 0.7(2) gave no response.

Table 4.1.8:  Contribution of effective human resources

	Option 
	NUMBER 
	PERCENTAGE (%)

	Agreed
	24
	86.7

	Disagreed
	4
	13.3

	Total 
	30
	100


  Source: Filed Survey 2025
Table (4.1.8): Contribution of effective human resources management to the performance of the employee 

	Option 
	NUMBER 
	PERCENTAGE (%)

	Agreed
	26
	86.7

	Disagreed
	04
	13.3

	Total 
	30
	100


  Source: Filed Survey 2025
Table (4.1.8) shows that 86.7% (26) of the respondents effective human resources management has contribute to the performance of the employees of the organization.

Table 4.1.9: It falls that attached to the human resources management in the organization 

	Option 
	NUMBER 
	PERCENTAGE (%)

	Yes
	06
	20

	No
	24
	80

	Undecided
	-
	-

	Total 
	30
	100


  Source: Filed Survey 2025
20% (6) of the total respondents agreed that one pit falls attached to the human resources management of the organization while 80% (24) disagreed that there is not pit falls attached to the human resources management of the organization.

4.3 TEST OF HYPOTHESIS 

This section is considered with the fasting the hypothesis for the alternative conclusion involved.

These are (1) Null hypothesis (H) which is the hypothesis to be tested.  The recruit of the statistical computation from the basis for accepting or rejecting the null hypothesis.

Alternative hypothesis (H) is the option available if the null hypothesis is rejected.  As earlier stated the researcher adopted the use of (X2) chi-square method to test the hypothesis at 0.05% significant level. 

In testing the hypothesis, this formula will be used.


X2 = E (0 - e)2


e 

 However, for the all calculation in this project in work, the following formula must be used.

1. X2 = Chi – square  

2. X2 = Chi – square tabulated 

3. X2 = Chi – square calculated 

4. SL = Significant level 5%

5. CL = Confidence level 95%

6. H = Null Hypothesis 

7. H = Alternative Hypothesis 

The hypothesis to be tested:- 

1. The corporate objective can be achieved through effective human resources management.

2. That the effective resources management can wards the achievement of the co-operate objective.

3. Those lacks of an effective human resources management hinder the progress of an organization.

HYPOTHESIS ONE

To ascertain whether corporate objective can be achieved through effective human resources management.

Hi       - 
That co-operate objective can not be achieved through effective human resources management.

H0      -  
That co-operate objective can be achieved through effective human resources management.

	Option 
	0
	E
	0 – e
	(0 – e)
	(0 – e)2/2

	Agreed 
	25
	15
	10
	100
	6.67

	Disagreed
	5
	15
	-10
	100
	6.67

	
	
	
	
	X2C
	13.34


Source: Field Survey, 2025

DF = H: X2 + = 3.812:X2c = 13:34


Turn to appendix I for more detail


Decision table 


From the calculation which shows that X2C = 13.34 and X2 C > X2 we reject H0 and Accept Hi.

INTERPRETATION


Since the value calculation from the table (X2t) which shows 3.84 is less than the value calculation (X2C) which is 13.34 (X2 + < X2C) therefore it is accepted while Hi rejected.

HYPOTHESIS TWO

To ascertain whether the effective human resources management can contribute to performance of the workers toward the achievement resources management dose not contribute to the performance of worker towards the achievement of co-operate objectives.

	 Option 
	0
	E
	0 – e
	(0 – e) 2
	(0 – e)2/2

	Agreed 
	24
	15
	11
	121
	8.1

	Disagreed
	4
	15
	- 11
	-121
	8.6

	
	
	
	
	X2C
	16.2



Source: Field Survey, 2025

Appendix (ii) for more details.


DF 1, X2 + RULE


Accept it if X2 + is greater than or X2 + = 3.841 and X2C = 16.2.


INTERPRETATION

Since the value calculated from the table (X2t) is less than the value calculated (X2C) X2 + (3.841) < X2C (16.2) therefore it is accepted while H2 is rejected.

HYPOTHESIS THREE


To ascertain whether lack of an effective human resources management hinder the progress of the organization.

Hi:  
That lack of effective human resources management does not hinder the progress of organization.

H0:
That lack of effective human resources management hinders the progress the organization.

Table 4.9:

	Option 
	0
	E
	0 – e
	(0 – e) 2
	(0 – e)2/2

	Agreed 
	6
	15
	-9
	81
	5.4

	Disagreed
	24
	15
	9
	81
	5.4

	
	
	
	
	X2C
	10.8



Source: Field Survey, 2025

See appendix (iii) for more details 


DF = 1 x 2 + = 3.81


Decision 


Accept H if X2 is greater than X2C or accept H if X2t is less than X2C.

INTERPRETATION

Since the value calculated (X2C) is greater than the value calculated from table (X2t) X2t (10.8) > X2t (3.841) therefore, it is rejected while H is accepted.

CHAPTER FIVE

5.0 SUMMARY, CONCLUSION AND RECOMMENDATION 

5.1
SUMMARY 


The purpose of this study as earlier stated is to find out the extent to which the Cadbury Nigeria Plc effectively management its staff.


Human resources management encourages planning organizing directing and the activities of function selection development management compensation and utilization of an organization of an organization workforce so that prescribed objective is satisfactorily attained. 

The problem enumerated in proceeding chapter are not peculiar to Cadbury alone, they are common with most other organizations (Public & Private).  However, it is believed that if the researcher’s recommendations are well implemented, it will help the growth of the organization.  Finding in the work place reveal a salient fact that money alone dose not motivation workers, at least a large percentage of them.  Instead, management of the organization should focus on such other factor that could best generate workers efficiency and productivity.  Such factor includes encouraging staff career prospect by sponsoring them for some management and administrative course. 

5.2 CONCLUSION

In conclusion, kit is obvious that from the result and interpretation of data, effective human resources management is a tool attaining company co-operate objective in business organization with an emphasis in procedures regarding staff recruitment, effective planning and personnel development, disciplinary promotion, grievance produce, staff social welfare service and its effect on staff motivation.                
  

   5.3    RECOMMENDATION

In order for the organization to function with the greatest possibility, management 

Must provide and maintain a staff or employees capable of performing at highest conceivable level.

With the increasing sophistication and complexity of business executive place significant to the personnel functions. it is not sufficient to select prospective employees on the basis of an interview and assign them to position. Interviewing is a widely used method of selection, it is however a weak tool of evaluation for instance, but such evaluation is usually conducted under some constrained and artificial circumstances in which the individual find himself. A number   of weaknesses resulting into subjectivity can be identified. 

i. Those interviewed immediately after a weak candidate tend to be appraised more favorably.

ii. The greater the number of job vacancies the more favorable the applicant evaluation.

iii. Interviews may be attracted by appearance.

It is here by suggested that other selection techniques should be employed like giving the applicants test on the job they apply for people of selection. It is however a weak tool of evaluation for instance, but such evaluation is usually conducted under some constrained and artificial circumstance in which the individual find himself. A number of weaknesses resulting into subjectivity can be identified.

Lastly, organization should provide for increased responsibility encourage the recognition of individual effort at work in order, to increase performance and to attain high level of productivity.
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QUESTIONNAIRE TO RESPONDENTS

Department of Business Administration and Management,




Institute of Financial & Management Studies, 




Kwara State Polytechnic,




P.M.B. 1375,




Ilorin, 




Kwara State.

Dear Respondent,


I am a final year student of the above institute, conducting research in practical fulfillment of the requirement for the award of Higher National Diploma (H.N.D) in Business Administration.


I am attempting to gather facts concerning Effectiveness of Human Resources in an Organization, (A Case Study of Cadbury Nigeria Plc).


The information required here is needed only for research work and not otherwise; the information will be strictly treated as confidential.


Thanks for your co-orperation.








Yours faithfully,








________________







     Lukmon Rofiat Oyidamola





        
   HND/23/BAM/FT/0695
QUESTIONNAIRE


Tick (  ) the appropriate option from the given alternative 

(1).
Sex:
Male (      )

Female (
)

(2).
Age: 
18 – 20 (       ), 21 – 35 (       ), 30 – 50 (
)

(3).
Marital Status: Single (   )  Married (     )   divorce  (    )

(4).
Education:
SSCE (    )   OND / NCE (     ), HND/BSc. (    )

(5).
Social Status: Casual staff (
), Junior staff ( ), Senior staff (    )

(6).
Nature of employment: Temporary (  ), Permanent (    )

(7).
How long have you being with the organization? Less than 5 years (     ), 6 – 10 years (    ), Above 11 years (     ).

(8).
What types of sources of data do you use:  Interview (  ),  Questionnaires (   ), All of the above (     ), 

(9).
What types of sources of data do you use: Primary (      ), Secondary (      ).

10.
What types of sources hypothesis do you use: Null Hypothesis (     ), Alternative hypothesis (       ), All of the above (       ).

11.
What types of compensation do you enjoyed in the organization: Promotion (     ), Salary increment (     ).

12.
Do you usually compensation: Weekly (    ).

13.
What is the nature of the organization per formation over last 10 years: Poor (    ), fair (     ), Good (     ) Excellent (      ).

14.
It’s effectiveness of human resources management can contribute to the performance of workers (A).
Yes (
) (B).  No (
).

15.
Which types of leadership style do use:


(A).
Autocratic 

(
)


(B).
Democratic 
(
)


(C).
All of the above 
(
)    

MANAGER DIRECTOR





Health safety & Benefit





Wages & Salaries Admin





Training & Development





Employment





Planning 





Controller





Sales Manager





Production Manager





Dir or Enginering





Sales Manager





Production Manager





Personnel 
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