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ABSRTACT
This research work was carried out on the significance of human resources in the Management of an organization. This project work made up of Human Resources functions to enable the user or reader to understand what is expected of human resources in the management of an organization being practiced in Zenith Bank plc Ilorin. The questionnaire is constructed to reveal the vital information on the practices of human resources management through the question that was asked. Also, the hypothesis were formulated and tested with some of the questions on the questionnaire. At the end of this write-up, some recommendations were made which if implemented will help move Zenith Bank plc Ilorin forward especially, Human Resources Management.
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CHAPTER ONE
INTRODUCTION
1.1	BACKGROUND TO THE STUDY
Organizations, whether private or public, makes use of available resources to achieve its set of objectives. These resources comprises of man, money, materials which are recycled continuously. The human element which is referred to as all the physical and mental capabilities of men and women channeled into the production of goods and services for either profit or other motives. All the resources at the organization’s disposal need constant maintenance to ensure good performance level and human resources are not an exception. Management as simply defined as getting things done through people. Therefore, in realizing the set goals and objectives, the people to be used ought to attain certain level of competence, they must be well managed and developed to be useful for the organization as well as for themselves. This is why human resources management has taken prominent positions in any organization of the world today. The role and contributions of human resources management in organizational development cannot be over-emphasized. A well-managed human resource is a functional key to effectiveness, service delivery, rapid socio-economic development and optimum output of  the production of goods and services. The increased attention comes from the realization that an organization employees enables it to achieve its goals and objectives and the management of these human resources is critical to an organizational success, without adequate skilled and well-motivated workforce operating without a sound human resources management programme, development is not possible. An organization that underrates the critical role and under plays the importance of people in the achievement of its goals can neither be effective nor efficient. The management of human resources in modern day organization has grown in sophistication in line with the dynamism of the political, social, economic and technological changes in the country. Hence, the need to adequately map out strategies that will ensure that the best of worked is secured and maintained so as to give in their best to the growth of the organization.







1.2	STATEMENTS OF THE PROBLEM
Few managerial processes offer the opportunity to beverage employee’s behaviors and organizational performance as effectively as the human resources function. Yet, human resources management continues to occupy a very little of the manager’s time and attention. Many books offers concrete suggestion for improving managerial performance, but most are yet to back up their frequency exposed beliefs that people are our most important asset with the control system needed insure managerial behavioral consistent with that belief. The demand for skilled people is rapidly changing and the nature of all jobs. Further important changes taking place in the labor market call for higher probity for training and a well-managed people so that the loft objectives of the organizations can be achieved. These above and many more problems to be addressed in this research work.
1.3	RESEARCH QUESTIONS
In other to achieve the objectives of this research study, this research will attempt to provide answer to the following research questions;
i.	How are the manpower needs of the organization determined?
ii.	Is it good to select any applications introduced by friends, 	relations or influential people and how will you access this in good 	selection exercise.
iii. 	The recruitment/Selection is based on the manpower need of the organization. Do you agree?
iv.	How are vacant positions filled in the organization?
v.	What form of training is adopted by the organization?
1.4	OBJECTIVES OF THE STUDY
The objectives of the study are to identify the process of human resource    management in the organization and to determine the extent to which this has affected the morale and performance of the employee on hand. The following are considered to be the specific objectives of the study;
i.	To examine how manpower requirement process in the organization is been determined.
ii.	To examine the objectives of the recruitment and selection process in the organization.
iii.	To examine training objectives of the organization
iv.	To examine the effect of training on the individual and organizational performance.
v.	To examine the importance of the performance appraisal in the organization.

1.5	RESEARCH HYPOTHESIS
Ho:	Manpower selection is not determined by the organizational needs.
Hi:	Manpower selection is determined by the organizational needs.
Ho: 	Performance does not influence the determination of employee’s    rewards.
Hi:	Performance does influence the determination of employee’s rewards.
Ho:	Training does not contribute to the outcome of an employee’s performance appraisal.
1.6	SIGNIFICANCE OF THE STUDY
This study shall identify some process and techniques of managing human   resources, which in no doubt will be of great benefit to private and public organization as well parastatals. It will also highlight some inherent problem in human resource management. The study will also be of great value to human resources consultant and individuals whose responsibilities are the management and development of human resources in industries or any labour intensive organization.
1.7	SCOPE OF THE STUDY
In view of the wide and enormous functions performed by the human resources department of any organization, is categorized under four major crucial points and these are;
i.	Recruitment and Selection
ii.	Training and Development
iii.	Performance Appraisal
iv.	Rewards / Compensation
This project work may not be and infact cannot pretend to explore all     possibilities and then consequently proper all possible on this topic.











1.8	DEFINITION OF KEY TERMS
Human Resource Management: Refers to all management decision practices that directly affects or influence the people who work and practices for the organization.
Recruitment: Can be defined as the process of enlisting people within and outside the organization fill the gap in the organization’s manpower.
Training: Can be defined as the programs or activities directed towards maintaining and improving current job performance.
Development: Development has to do with process of developing managers’ skills, knowledge and attitude through instruction, demonstration practices and planned experience to meet the present and future needs of the organization.
Performance appraisal: Means a process by which an organization assess and evaluate the employee job performance























CHAPTER TWO
LITERATURE REVIEW
2.1	INTRODUCTION
This chapter attempts a review of some literatures on the research topic, The Importance of Human Resources in the Management of an organization, under the following areas; The definition of human resource according to various authors, Functions of human resources management department, Human resources cycle, Human resources function cycle, Human resources management in Zenith bank Plc., Recruitment and selection, Performance appraisal, Rewards and Compensation. In practice, human resource is responsible for employee experience during the entire employment lifecycle. It is first charged with attracting the right employees through employer branding. It then must select the right employees through the recruitment process. Human resource then on boards new hires and oversees their training and development during their tenure with the organization. Human resource assesses talent through use of performance appraisals and then rewards them accordingly. In fulfillment of the latter, human resource may sometimes administer payroll and employee benefits, although such activities are more and more being outsourced, with human resource playing a more strategic role. Finally, human resource is involved in employee terminations - including resignations, performance-related dismissals, and redundancies.
2.2	CONCEPTUAL FRAMEWORK
Human resource management or simply human resource is the management of an organization's workforce, or human resources. It is responsible for the attraction, selection, training, assessment, and rewarding of employees, while also overseeing organizational leadership and culture, and ensuring compliance with employment and labor laws. In circumstances where employees desire and are legally authorized to hold a collective bargaining agreement, human resource will also serve as the company's primary liaison with the employees' representatives (usually a labor union). The function was initially dominated by transactional work such as payroll and benefits administration, but due to globalization, company consolidation, technological advancement, and further research, human resource now focuses on strategic initiatives like mergers and acquisitions, talent management, succession planning, industrial and labor relations, and diversity and inclusion. In startup companies, human resource duties may be performed by trained professionals. In larger companies, an entire functional group is typically dedicated to the discipline, with staff specializing in various human resource tasks and functional leadership engaging in strategic decision making across the business. To train practitioners for the profession, institutions of higher education, professional associations, and companies themselves have created programs of study dedicated explicitly to the duties of the function.
FUNCTIONS OF HUMAN RESOURCES MANAGEMENT
DEPARTMENT
The number of functions involved in human resources management is potentially large, depending on the size of the organization and its needs.     According to Youder (1992), a lecturer at the graduate school of business, standard university, the functions includes the following amongst others; Setting and organizing, setting and holding prescribed types and members of workers through motivation. Aiding self-development of employees at all levels, providing opportunities for personal development and growth as well as requisite skills and experience. Reviving and auditing manpower and management in the organization industrial relations research, carrying out studies designed to explain employment. In most organizations, managers are empowered to select, appraise, reward and develop people. Problems arise either because insufficient time is devoted to these functions or because they are carried out without considerations of their impact on organization strategy, more so, many managers have not received adequate training in this important area. A human resource planning system can help managers do a better job in developing and maintaining a superior workforce, which has taken extensive organization resources to achieve.
THE HUMAN RESOURCES CYCLE
The diagram below shows the generic resources function vis-à-vis selection, rewards and development and their impact on organizational performance. The dependent variable in this model in behavior of the series of managerial tasks will impact performance at both individual and organization level.
HUMAN RESOURCES MANAGEMENT IN ZENITH BANK 	PLC.
The human resources management policy of the bank has provision for recruitment, promotion, staff welfare, discipline and retirement. The recruitment policy makes the minimum entry qualification a first degree/HND in strictly related discipline, while the age limit is 27years after two (2) years of employment and subject to good recommendation by the reporting officer ( i.e., either the branch manager or the head of department, as the case may be). The bank has a training center, which is an arm of human resource department. It is well equipped to meet training needs of member staffs.
The bank training policy also allows staffs to participate in external training programs in order to, in the respondent’s opinion, “expose the bank staffs to the technicalities and rudiment of the profession”. The   bank’s policy on staff welfare covers medical expenses and annual leave to members of staff. The respondent did not disclose the age limit of current set of guidelines but said the bank has a policy to review human resources policy guidelines as often as the review is deemed necessary to meet the ethics of (banking) profession, the department is usually involved in such an exercise. On what specific roles the human resources department plays to the view exercise, wherever there is need for such, the respondent said that the department makes recommendations and provide relevant information;
i.	What the standard policies should be?
ii. 	What is obtainable in other banks?
iii.	Considering the banks peculiar status, what should be done to achieve the banks corporate goals?
The respondent describes human resources management (HRM) at Zenith bank as challenging.
2.3	THEORETICAL FRAMEWORK
Recruitment can be defined as the process of enlisting people within and outside the organization fill the gap in the organization’s manpower. It is a systematic search to meet a firm’s manpower requirement. This is one of the major responsibilities of the human resource team. The human resource manager comes up with plans and strategies for hiring the right people. They design the criteria which is best suited for a specific job description. Their other related task to recruitment includes formulating the obligations of an employee and the scope of tasks assigned to him or her. Based on these two factors, the contract of an employee with the company is prepared. Thus, the staff members get the opportunity to sharpen their existing skills or develop specialized skills which in turn, will help them to take up some new roles. While  selection is the process of choosing people for the job. It involves the mutual decision making on whether to make job offer and the attractiveness of the job. Selection task is to screen off the appropriate or applicant and turn them into candidate and persuade them to accept the employment offer.
TRAINING AND DEVELOPMENT
Training and development have most often been used by various people to mean the same thing; some people use the two interchangeably. It is pertinent however to distinguish the two by the way of definition and situation where they are applicable. Training can be defined as the programs or activities directed towards maintaining and improving current job performances. It is a continuous process of helping employees to be effective in the performance of their present job and future. It entails the deliberate provision of the means though leaving will take place on the job and off the job. Development looks beyond training. It involves a wide giant systematic and conscious method, used in upgrading the individual to prepare them for a fulfilling role in the organization within the limits of their natural endowment. Development has to do with the process of developing managers’ skills, knowledge and attitude through instruction, demonstration, practices and planned experience to meet the present and future needs of the organization.
THE PROCESS OF TRIANING NEEDS FOR THE ORGANISATION
The process of training and development is a continuous one. Money spent on training and development of employee is money well invested. An employee should be helped to grow more in responsibilities, and systematic training and development, only then they will feel confident to carry out the responsibility of the job assign to them.
METHODS OF TRAINING
The chic of what methods of training to be used would depend to a large extent on some of the facilities and financial resources of the organization, to mention a few. Once the training needs have been identified the human resource department would initiate an appropriate method. Training method is mainly of two (2) divisions;
i.	ON-THE-JOB: This is a process in which a person works on a series of job for a period of time, thereby learning a broad variety of skills. It helps in acquiring a broad variety of skills. It helps in acquiring improved skills and attitude through guidance, instruction, coaching, etc. during the normal performance of the trainee’s duties. It can also be acquired by means of attachment to an experienced person on-the-job.
ii	OFF-THE-JOB: This is a training task place outside the work environment. The objective of this is to avoid pressure of the job that might interfere with learning off-the-job training can be sub-divided into two, namely;
(a)	WITHIN THE ORGANISATION: this is done through attendance on course organized internally. Sometimes, courses are organized within staff of the same organization facilitating or co-coordinating the programme.
(b)	OUTSIDE THE ORGANISATION: As the name implies, they are courses extended outside the premises of the organization. Usually, most training institutions or outfits, either within or outside of the shore of the country. This gives participants opportunity for greater exposure, sharing of experience and cross-fertilization of ideas.
PERFORMANCE APPRAISAL
One critical that relates to the long-term success of an organization is its ability to measure its employee’s performance and then use that information to ensure performance meets present standards which is called performance appraisal. By definition, performance appraisal is referred to as the employees’ contribution to the organization to the organization during a specific period of time.
THE PROCESS OF PERFORMANCE APPRAISAL
The process of performance appraisal system varies from organization to organization. It revolves round like a circle and it contributes as long as the organization and people still work for it.
THIS CAN BE EXPLAINED DIAGRAMMATICALLY BELOW;

 (
Training in acceptance with set standard
)


 (
Appraisal exercise
Measure actual performance with set standard
)
	Goal setting target
Target productivity








 (
Appraisal action (promotion, transfer, discipline, etc.)
)



Exit (Termination due to no performance) Fisher C.D (1993) Human resources management. 2nd Edition Houghton Moffin Co.Boston.



(a)	SET AND AGREE ON STANDARD: The first step in performance appraisal system is those standard are set in mutual agreement between the superior and the subordinate. These can either be quantitative or qualitative standard s and it will form the basis for which performance shall be measured.
(b)		TRAINING REQUIRED TO MEET SET STANDARD: Most often, training is conducted during the appraisal period to enable and equip subordinates to perform his tasks effectively. Theses training are critical to the success or achievement of the goals set.
(c)	ACTUAL PERFORMANCE MEASURED WITH STANDARD: This is the review stage, whereby the actual performance of the employee overtime is measured side with the set standard. This will enable them to see the difference in performance for correction and other decision making.























					CHAPTER THREE
					METHODOLOGY
3.1	INTRODUCTION
The relevance of this chapter is to intimate the reader of the methodology used in carrying out the research. These shall be discussed under the following highlights; Instrumentation of research design, Sample and Sampling techniques, Procedure for data collection.
3.2	RESEARCH DESIGN
The research on this study shall be conducted by means of survey, designed in order to generate the necessary primary data. Full explanatory studies on the “Role and Contributions of human resources management to the corporate success of an organization” which requires answering research questions and validating implied hypothesis already formulated. The basis of this study is that, the success of an organization is a dependent variable, while effective human resource management is the independent variable.
3.3	POPULATION OF THE STUDY
Population is the specific aggregation of study of element within the groups. In relation to sampling, population can be defined as the aggregation of the group from which sample is drawn. Boyd (2007) gave his definition as the entire group of items which the researcher wishes to study about and which he plans to generalize.
For the purpose of this research work, the staffs of Zenith Bank Plc, Ilorin shall make up the population.
3.4	SAMPLE AND SAMPLING TECHNIQUES
For easy accomplishment of the result and view of the time constraints, the convenient method of non-probability sampling shall be used. In other words, the respondents/participants for the study shall be selected on the basis of accidental sampling, that is, as they make themselves available for the research. This may likely affect the e generalization of the funding since participants will be selected in based manner.






3.5	METHOD OF DATA COLLECTION
Relevant data for this project work shall be mainly primary sources. The primary data shall be collected with the aid of sources such as;
· Questionnaires and
· Personal interview
Apart from the distribution of a questionnaire to some staff of the bank, the researcher also had a period of interview with the key operators of  human resource i.e. head of human resource department. The rationale behind this is to;
i. Compliment the effort of the questionnaire
ii. Elicit further information that the questionnaire might not contain from the response. In the course of interview, the head of human training made the researcher understand that, most often training requirement of each department and individual employee and also highlight the kind of training that would enhance their better performance.
3.6	INSTRUMENT OF DATA COLLECTION
The second part, however, starts up the body of the study which is the recruitment and selection. It contains all even questions drawn inherently, with one leading to another. This is immediately preceded by section C that seeks to ask questions on training and development. Section D and E respectively is questions on the performance appraisal and rewards and compensation. In all, set of questionnaire and the conduct and administration of the questionnaire, however, has been restricted to Zenith bank only.
3.7	METHOD OF DATA ANALYSIS
The data collected from this study will be analyzed with the use of frequency table (simple percentage score) and inferential statistics (student’s t-distribution test).
x-µ
S.E
Where: S.E= δ/√n
X = mean of sample
µ= mean of population
δ=standard deviation of population
n= population size.
3.8	BRIEF HISTORY OF THE CASE STUDY
Zenith Bank Plc. is a private commercial bank with 100% Nigeria shareholding.  It was established in May 1990. Zenith bank Plc has over the past 22years grown to be one of the biggest and most profitable banks in Nigeria. It became a public limited company in July 17 2004 and was listed on the Nigerian Stock Exchange on the 21st of October 2004, following a highly successful Initial Public Offering (I.P.O). The bank currently has a shareholder base of over one million. Zenith Bank Plc operates Scholarship programme instituted in 1995 for children of the staff in order to motivate them on the insurance front, life assurance is also held by the company for the death of any employee who happened to be victim of mishap while in active service.  In Zenith bank Plc. salary structure is known for its uniqueness in the country of financial institution. They always bear in mind that prevalent economic situation in the country, hence, adequate compensation of the employees to keep them constantly motivated in their approaches to work. In Zenith bank Plc, each shareholder is entitled to occupy the copy of annual report which usually brief them on the conditions and progress of the bank. Zenith bank management team is made up of seasoned professionals headed by Godwin Emefiele, the group managing director and C.E.O, who is the pioneering staff member, has been on board for more than a decade. He took over the reigns from the founder, C.E.O, Jim Ovia in August 2010. The operating result of the bank, since it went public in 2004 indicates an impressive performance in all its parameters. Zenith bank has consistently recorded good rating from both international and local scene. Zenith bank has built a brand as a reputable international financial institution recognizes for innovation, superior customer service and performance while creating premium value for all stakeholders. Today, the bank is easily associated with the following attributes; innovation, solid financial performance, stable and dedicated management, highly skilled personnel, leadership in the use of ICT, storage distribution channels and good assist quality.






 CHAPTER FOUR
DATA ANALYSIS, INTERPRETATION AND PRESENTATION
4.1	INTRODUCTION
The data collected, sample of which it is attached in the appendix page are presented below, and their analyses are shown in tabular form. This ensures the researcher to draw conclusions from the series of questions responded to. In all 50 questionnaires that were administered throughout the organization of which were returned complete.
4.2 DATA PRESENTATION, ANALYSIS AND INTERPRETATION
TABLE 1: Recruitment and Selection Are Based On Manpower                                    Need
	OPTIONS
	RESPONSE
	PERCENTAGE (%)

	YES
	46
	92

	NO
	4
	8

	TOTAL
	50
	100


Source: Field, survey (2025)
TABLE 2: Determination of Selection Based On Manpower Need.
	OPTIONS
	RESPONSE
	PERCENTAGE (%)

	By Job Analysis
	32
	64

	By Size Of The Department
	8
	16

	By Head Of  Department
	10
	20

	Total
	50
	100


Source: Field, survey (2025)
The above shows the respondents opinion on how the management need is being determined. 64% of them is of the opinion that the manpower requirement of the organization is based on the various job analysis/descriptions available in the organization. 20% is of the view that the head of department could just determine how many people would work with him while the remaining 16%says that the bigger the size of the department, the more the number of staff, from the fore-going, therefore, the various job description/analysis that exist in the organization from the basis for which manpower need is determined.



TABLE 3: Department Heads Are Involved In Recruitment of their Staff
	OPTIONS
	RESPONSE
	PERCENTAGE (%)

	Yes, By Job Analysis
	44
	88

	No
	-
	-

	Not In All Cases
	6
	12

	Total
	50
	100


Source: Field, survey (2025)
Based on the statistics above, 88% of the respondents say that the head of the department for which recruitment is being considered is also involved in the selection process. However, no responses as to whether they are not involved, but 6% of the respondents also have it that department in the process of the recruiting for their individual department.
Table 4: Recruitment of People Introduced By Influential Citizens	Only
	OPTIONS
	RESPONSE
	PERCENTAGE (%)

	Objective
	16
	32

	Subjective
	34
	68

	Total
	50
	100


Source: Field, survey (2025)
Out of 50 responses, 34 of them are of the opinion that, it is subjective to recruit only those introduced by influential citizens or individuals, while 16 respondents saw nothing in it. Friends can therefore say that influential people only are subjective.
Table 5: How Existing Vacant Positions Are Filled.
	OPTIONS
	RESPONSE
	PERCENTAGE (%)

	Through advert
	12
	24

	Internal sources
	4
	8

	Both
	34
	68

	Total
	50
	100


Source: Field, survey (2025)
The analysis of the data above indicates that 25% of the respondents say that vacant positions are filled only through placement of advertisement, 8% also is of the view that positions are filled internally. However, a greater production of the respondents, that is, 34% out of 50 agrees that vacant positions are filled, both through advert placement as well as looking internally.

Table 6: Panel Interview As Against One-On-One
	OPTIONS
	RESPONSE
	PERCENTAGE (%)

	Yes
	30
	60

	No
	20
	40

	Total
	50
	100


Source: Field, survey (2025)
30 out of the respondents agree that the panel system of interview is better while 20 respondents hold that the view that one-on-one method would work with him.
Table 7: Selection Should Be Strictly On Merit
	OPTIONS
	RESPONSE
	PERCENTAGE (%)

	Yes
	42
	84

	No
	8
	16

	Total
	50
	100


Source: Field, survey (2025)
The above data shows that 84% of the respondents agreeing to selection based on merit. Only 16% of the respondents believe that sometimes, there could be a waiver on merit rule.
Table 8: People Are Inducted/Trained Before Placement
	OPTIONS
	RESPONSE
	PERCENTAGE (%)

	Yes
	32
	64

	No
	18
	36

	Total
	50
	100


Source: Field, survey (2025)
The above indicates that 32 of the respondents agreed that people are trained they are been placed on the job from where other on- the-job training continues. However, the other respondents disagree that people are trained before placing them on the job.
Table 9; Forms of Training Used In the Organization
	OPTIONS
	RESPONSE
	PERCENTAGE (%)

	On-the-job
	10
	20

	Off-the-job
	-
	-

	Both
	40
	80

	Total
	50
	100


Source: Field, survey (2025)
From the above, it can be deduced that 80% of the respondents says that the organization uses both on-the-job and off-the-job method of training while 20% says that the organization uses only on-the-job training method. No response was received as to off-the-job training as the only training method.
Table 10; Who Determines Staff Training
	OPTIONS
	RESPONSE
	PERCENTAGE (%)

	Training manager
	8
	16

	Supervisor
	42
	84

	Total
	50
	100


Source: Field, survey (2025)
Of the 50 respondents, 42 agreed that it is the staff supervisor that determines the training himself. However, 8 respondents think the training manager is responsible for determining the training needed.
Table11; Performance
	OPTIONS
	RESPONSE
	PERCENTAGE (%)

	Yes
	50
	100

	No
	-
	-

	Total
	50
	100


Source: Field, survey (2025)
There is general agreement of all the 50 respondents that the effect of training on the staff performance has been positive. In essence, it means that training has improved staff overall productivity in the organization.
Table 12; Are People Tried With Additional Responsibility after Training
	OPTIONS
	RESPONSE
	PERCENTAGE (%)

	Yes
	28
	56

	No
	22
	44

	Total
	50
	100


Source: Field, survey (2025)
There was also leverage in the response to the above while 28 of 50 respondents says Yes and 22 says No. this can be interpreted that not many people are tried with more responsibilities after training.



Table 13; Training Is A Waste of Resources
	OPTIONS
	RESPONSE
	PERCENTAGE (%)

	Yes
	-
	-

	No
	50
	100

	Total
	50
	100


Source: Field, survey (2025)
The above analysis also shows a general agreement in the respondents’ answers to whether training is a waste of resources or not.
Table 14; Determination of Remuneration
	OPTIONS
	RESPONSE
	PERCENTAGE (%)

	Human resources
	44
	88

	Account & Finance
	6
	12

	Total
	50
	100


Source: Field, survey (2025)
A greater percentage (88%) responds that the determination of employee’s remuneration is the sole duty of human resources department, while 12% responded that the fixing of salary is done by the account and finance department, the department is also responsible for the determination of salary for different grades of staff.
HYPOTHESIS TESTING
Testing of hypothesis is perhaps the most important area of decision theory. Ronalf E.Wapole in his book “Introductory statistics” defined a statistical hypothesis as an assumption or statement which may or may not be true concerning one or more population. For this study, the statistical method used in testing the state working hypothesis is the CHI-SQUARE. This is aimed at knowing the hypothesis that is to be accepted or rejected. The chi-square method is denoted by the formula;
X = (O - E),
Where X = Chi-square
O = Observed frequency
E = Expected frequency
In testing each of the hypotheses, the following steps would be adopted;
i. Formulation of statistical hypothesis
ii. Establishment of one-way classification table
iii. Calculation of expected frequency
iv. Determination of the degree of freedom
v. Computation of chi-square
The statistical hypothesis are the Null hypothesis (Ho), if the test statistical X is greater than the critical value, X accepts the Null hypothesis and where X is less than Xt, the alternative hypothesis (Hi) will be accepted. Where Xt represents the critical value.
TESTS FOR HYPOTHESIS
Ho: Manpower selection is not determined by the organizational needs.
Hi:  Manpower selection is determined by the organizational needs.
	OPTIONS
	NO OF RESPONSE
	PERCENTAGE (%)

	Strongly Agree
	10
	33.0

	Agree
	13
	43.0

	Disagree
	5
	17.0

	Strongly disagree
	2
	7.0

	TOTAL
	30
	100


CHI-SQUARE CALCULATED
	OPTIONS
	O
	E
	O-E
	(O-E)
	(O-E)2/E

	Strongly Agree
	10
	7.5
	2.5
	6.25
	0.83

	Agree
	13
	7.5
	5.5
	30.25
	4.03

	Disagree
	5
	7.5
	-2.5
	6.25
	0.83

	Strongly Disagree
	2
	0
	-5.5
	30.25
	4.03

	TOTAL
	30
	22.5
	0
	73.00
	9.72


Expected =30/4
= 7.5
X calculated = 9.72
To get X table at 95% significant level
X table = 7.8
Degree of freedom: This is calculated by using the formula (k-1), where k is the number of rows. Therefore, the degree of freedom for Xt is calculated thus, k-1. Since X calculated is greater than X table, that is 9.72>7.82, we reject the Ho and accept Hi and also conclude that power selection is determined by organizational need.



4.3	DISCUSSION OF FINDINGS
The analysis used in this research work is frequency table. It studies the relationship between two variables which are independent and dependent variables also called (simple percentage score). To assists this research work, multiple regression is used to get appropriate results. The variables for this research are application of significance of human resources in the management of an organization.





























   CHAPTER FIVE

SUMMARY, CONCLUSION ANDRECOMMENDATION
5.1	SUMMARYOF FINDINGS
The importance of Human resource management in an organization is pervasive and incontrovertible. Without adequate skilled and well-motivated work force within a sound human resource management programme, development on the organization becomes impossible. Today’s elaborate human resource management arrangement are vast improving over the simple and skeletal outfit of the yesterday, that well managed human resources of an organization is the ease at which the organization can achieve its stated goals. A review of the findings based on the fore-gone chapter indicated that the process of recruitment and selection in Zenith bank Plc. has been very tough, not only is the group keen on ensuring that certain requirement are obtained in terms of qualification and experience, it also trig more merited requirement. Even though instances abound where some candidates are been introduced into the group, it will still insist in line with its policy to maintain standard to subject such individual to the same round of interview as others who were not introduced. The effort of the group management on training and development cannot be said with an under tone. The group with its own well equipped training school has enough up-to-date training facilities which indicates the level of commitment of the group to ensure that it maintains the quality of staff it deserve at all time. Zenith bank plc through findings operates a performance driven compensation and appraisal system, which enables people or encourage them to work hard. The appraisal of the group is conducted twice a year, which gives room for performance monitoring within a reasonable time.
5.2	CONCLUSION
The underlying idea of human resources management is to ensure that the right type and number of people are employed in an organization and kept on the job in order that both the organization and individual goals can be achieved. This project has exploited itself to look into those vital and salient issues that can lead to the organization achieving their goals.Conclusively, based on the review of literature and findings of the research, the policies of human resources and the management of these resources in the group has not shown any deviation from theories. Group has incorporated all the principles and approaches of the theories into its system.


5.3	RECOMMENDATION
Effective human resources management is a point on which the axis of organizational development rotates. As we all know that the relevance of productivity is very essential in the achievement of organizational goals, the ability of the management to channel its resources on maintaining people that work for it remains paramount.
The system approach to human resources management in Zenith bank is encouraging but not with shot-comings, reveal by the same findings of the researcher. Based on the finding below, therefore, the following suggestions are recommended for improvement.
i.	That the objectives of corporate goals should be communicated down to the least person in the organization, irrespective of whether he is directly or indirectly involved in the mainstream operations.
ii.	That the effort of training should not be limited to the shore of Nigeria alone as the world itself is becoming a global village. This could even afford the group the opportunity of exploring into opportunities abroad.
iii.	That through the pay structure are performance driven but certain units where activities are not quantifiable should be treated fairly differently from the others, where target set are quantifiable.
iv.	That the group should think of a long-run incentive that will shy away from cash/money but gives joy of accomplishment and satisfaction to the people.
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QUESTIONNAIRE

Department of Business Administration
and Management,
Institute of Finance and Management Studies
Kwara State Polytechnic,
P M B 1375,
Ilorin.
Dear respondents,
I am a final year student of the department Business Administration and Management, Kwara State Polytechnic, Ilorin. I am carrying out a research on the Significance of Human Resources in the Management of an Organization in partial fulfillment of the requirement for the award of National Diploma (ND) in Business Administration and Management. The questionnaire is strictly for the purpose to obtain information on the Significance of Human Resources in the Management of an Organization, a case study of Zenith Bank Plc, Ilorin Kwara State. Co-operation in answering this questionnaire would be appreciated.
						Yours faithfully,
				OYINLOYE BOSE ODUNOLA
					 ND/23/BAM/FT/0055













	
	       RESEARCHER

SECTION A
PLEASE TICK THE APPROPRITE BOX CORRECTLY
1. Age:	18-25 (   )  25-30 (  )   30-40 (    )   40 and above (   )
2. Gender:	Male  (  )	Female	(  )
3. Department :
4. No of years since joining the organization. Less than 2years (	  )Less than 5 years (   )  Over 5 years (   )
5. Status/Designation:
6. Educational Qualification:	NCE/ND (   )  HND/BSC  (   )
MBA/MSC	(   )
SECTION B
7. The process of recruitment/selection is based on the manpower need of the organization. Do you agree?	Yes (   )	No (	)
8. How are the manpower needs of your organization determined? By job analysis (	)	By the size of the department (    )

9. In the process of selection, does your organization involve the department head for which recruitment is being considered?	     Yes (	   )	No (	  )  By H.O.D ( 	)
10. Is it good to select any applications introduced by friends, relations or influential people and how will you assess this in good selection exercise. Adequate (	  ) 	Partial (   )
11. How are vacant positions filled in the organization?                              Advert placement (   ) Internal sources ( 	)
12. Do you agree that the panel interview is better than one-on-one interview? Do you agree?
Yes (	   )	No (   	)
13. The process of selection should be strictly on merit only. Do you agree? Yes (   ) No (  )



