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CHAPTER ONE
INTRODUCTION
1.1 BACKGROUND TO THE STUDY
Among human resource practitioners, the term “Strategic human resource management” is used generally to signal the view that human resource management (HRM) practices should enhance firm performance not least in financial terms (Schuler and Jackson, 2005). Organisations are seeking to create much competition between them, taking more market, more customers, more sales, etc. Rapid changes stemming from globalization, advancement of information systems and other factors have caused higher competition. Many organisations are driven by the market to set their goals in their performance. Some of the goals are: Cost reduction, achieving sales levels, increasing the number of customers, increasing the market percentage improving productivity and quality, innovative products. The realization of these goals will be achieved through the human resources management in organizations’ workforce, as the key to success, will enable the achievement of organizational performance.
Human resource management was previously known as personnel management which was concerned with activities of a single department. It was typically concerned with the administration of human. However, the greatest opportunity to improve economic performance is within the improvement of the effectiveness of people and their work. Therefore, human resource management can be defined as the effective management of human resource. This means that managing people is an essential activity in that its basic management responsibility in every organization. It also means that it involves planning, directing and controlling being in employment it is also an act that is required and must be performed in both governmental and private organizations. Human resource management is also essential under any economic system that is, under Capital as well as Socialist system. It is also an essential function in small and large business. Finally, it is a continuous and inevitable process.
Human resource is a term with which many organizations describe the combination of traditionally administrative personnel functions with growth, management, employee relations and resource planning. It can be viewed in more comprehensive manner. Human resource management may be viewed as administration activities that are associated with planning, recruitment, selection, orientation, training, appraisal, motivation and remuneration (Storey, 1995). Human resource management therefore entails the means through which an organization sustains, motivates and even discipline of human resource to enhance the maintenance of human resource, human relationship and the physical well-being of employees and above all for the achievement of organization. It is the job of the personnel department in an organization to offer measure aiming at enhancing the effective management of human resource in order to boost its overall performance.
STATEMENT OF THE PROBLEM
This study is based on the impact of human resource management on the overall performance of a firm in an organization, a case study of Zenith Bank plc, Ilorin. It justifies the continued existence of an organization is the achievement of its set goals and objectives. A typical organization has within its capacity several resources which it can harness towards achieving the goals.
Basically, these resources: the human, money, material and machinery, are sources of all these resources however, the effect of human resource on the overall performance of an organization cannot be over-emphasized. No matter how self sufficient or how good the management of an organization feels over its set goals and its achievement so far, it should realize that without human resource the organization could be really perform neither can its set goals be achieved. We can only begin to understand the considerable complexities when we recognize human resources operation. When we recognize that unlike machines, raw materials or other input to production, labour (human resources) is not a commodity that labour market is composed of millions of human beings whose well-being is of great importance. Management should therefore observe the human resource in a different perspective, realizing its priority over other resources. Many firms today dry yet to realize this fact, and subsequent effort over this ignorance is detrimental to the organizational performance.
RESEARCH QUESTIONS
The following are the research questions:
1. What are the importance of human resources on the actualization of the Corporate goals and objective of a firm.
2. Does human resource management have impact on the general performance of an organization.
3. Is there any relationship between human resources management and performance of a firm.
OBJECTIVES OF THE STUDY
The Main objective of this study is to impact of human resource management on the overall performance of a firm. Other specific objectives are to:
1. To analysis the importance of human resources on the actualization of the Corporate goals and objective of a firm.
2. To examine the impacts of human resource management on the general performance of a firm.
3. To determine the relationship between Human Resource Management (HRM) practices and performance of a firm.
RESEARCH HYPOTHESES 
Ho1: There is no significant importance of human resources on the actualization of goals and objectives of a firm. 
Ho2: Human resource management does not have any impact on general performance of Zenith Bank plc. 
Ho3: There is no significant relationship between human resources management and performance of a firm.
This project work would disclose the Secret behind the Survival, Growth and development of any existing and the effectiveness of the human resources management department in any Organization. The Various functions carried out by the Personnel Management are Staffing processes, Compensation welfare and the process of method through which all of staff and Subsequently on the profit.
The Conclusive part of this study will enable the reader(s) to identify the necessity of human resources management in an organization, their problem and proffer Solution to bring at a mere harmonious work relation in an Organizational Setup.
This Study will Serve as reference purpose for future researcher who wants to use this topic as research works.
1:1 SCOPE OF THE STUDY
The Scope of this study covers the impact of human resources management on the performance of a firm, which we used a case study of Zenith Bank plc Unity Branch, Ikorin.**
18) DEFINITION OF TERMS 
For the purpose of wider understanding, the following terms are operationally defined:
HUMAN RESOURCES: The department of an organization dealing with management and training of employees. 
PROFITABILITY: This refers to money made in an enterprise or transaction: a gain or business which bring profit
MANAGEMENT: This refers to people who are managing a business or one who is in charge or Controller Supervisor.









CHAPTER TWO
LITERATURE REVIEW
2.0 INTRODUCTION 
This chapter reviews previous works done by researchers in the field of Human Resources Management. What is known as literature review in research does not only provide knowledge on what has been done on an area of study but the strengths and weaknesses that could propel a meaningful and insightful study. This chapter casts more light on the concept of HRM, various „bundles“ of HR practices, contentions surrounding theories, models and previous findings. It ends with the HR practices that have been found to impact greatly on performance of firm.
2.1 CONCEPTUAL FRAMEWORK
2.1.1 Concept of Human Resource Management 
The concept of Human Resource Management was first defined by Bakke (1966) who said that the general type of activity in any function of management is to use resources effectively for an organisational objective. The function which is related to the understanding, maintenance, development, effect: employment and integration of the potential in the resource of „people“ I shall call simply the human resources function. However, HRM emerged fully fledged later when the Michigan „matching model“ (Fombrun et al, 1984) and what (Boxall 1992) calls the Harvard framework developed by Beer et al (1984) made statements on the HRM concept revealing the need to take HRM beyond just selection and compensation to broader issues that demand more comprehensive and more strategic perspective to an organisation’s human resources.
As Armstrong (1987) puts it, HRM is regarded by some personnel managers as just a set of initials or old wine in new bottles. It could indeed be no more and no less than another name for personnel management, but as usually perceived, at least it has the virtue of emphasizing the virtue of treating people as a key resource, the management of which is the direct concern of top management as part of the strategic planning processes of the enterprise. Although there is nothing new in the idea, insufficient attention has been paid to it in many organisations*.
Edwin Flippo (2005) opined that human resource management may be defined as a process in which human resources are recruited and mobilized in such a way that it helps in achieving the objective of the organization. HRM is concerned with the people dimension in management under which the consideration is given towards recruitment and selection, development, motivation and maintenance of human resources in an organization. It is one of the main functions of management, which is related with the management of human energies and competencies. Human resource management helps to ensure the right man for the right position and at the right time in a changing environment. The organizational performance depends on the efficiency of human resources working in the organization. Hence, a proper set up should be taken for manpower planning, recruitment, motivation, training and development, performance evaluation, remuneration management and industrial relation.
Therefore, human resource management is an art of managing and mobilizing people in the organization. It is done through the application of different practices and policies which ultimately values human resources as major asset of an organization. It integrates personnel function into strategic management (Howard, 2000).
2.1.2 Concept of Human Resources Management 
Though the term HRM is widespread, the definition of the term has remained varied and elusive. Storey (1995) therefore defines HRM as “A distinctive approach to employment management which seeks to achieve competitive advantage through the strategic deployment of highly committed and capable workforce, using an integrated array of cultural, structural and personnel technique”.
The term Human Resource Management (HRM) is a strategic, integrated and coherent approach to the employment, development and well-being of the people working in organisations. To Boxall et al, (2007), it is the management of work and people towards desired ends. Som, (2008) described HRM as carefully designed combinations of such practices geared towards improving organisational effectiveness and hence better performance outcomes.
2.1.3 Function of human resources management 
The human resources management functions are aimed at motivating people whose activities have to be coordinated and encouraged. Such that their performance meets the level appropriate for the accomplishment of organizational goals. According to Peter Drucker (1984) “No matter what kind of work a man does, whether they are skilled or unskilled, production worker or salaried clerks, professional or rank and file, they are basically alike. There are indeed differences between workers all human beings with human need motivation”. On major function of the human resources management is the staffing process.
According to Stonner A.F (1982) The staffing process can be seen as a series of steps that are performed on a continuing basis to keep the organization supplied with the right people in the right position at the right time”. Staffing as a management function deals with recruitment placement, training and development of organization members. The various processes involved staffing procedure is as follow:
i. Human Resource Planning: This aimed at constantly meeting the personnel needs of the organization. It entails ensuring the availability of such staff as is accomplished by considering the expected skills of workers vacancies available with the organization department expansion and reductions. All these are internal factors, external factors, which affect good human resource planning, include: Labour market and trade union regulations.
ii. Selection: involves choosing among job candidates. The process consists of candidates filling application forms of writing application letter, which are later sorted out in the personnel department. The next step is to invite selected candidates for interview. The importance of this is to enable the personnel officer to observe the characteristics of an applicant which do not reflect in their application letter such include their comportment human relations, cheerfulness and so on.
iii. Recruitment: this is the process of employing workers in line with human resources plan. Candidate for recruitment could be located through communication media like newspaper, professional journal adverts, magazines, employment agencies, placing and university campuses.
iv. Induction and Orientation: This aimed at helping the result fit into the system of the organization, new recruits are introduced to their colleagues, acquainted with their responsibilities and in formed about the organizational policies and goals. A good induction and orientation programme will enhance the adjustment of a worker into his new working environment the system, and this will subsequently stimulate his performance. Also, it removes bias and tension the new recruit feels.
v. Training and Development: This aims at increasing the ability of individuals and group to contribute towards organizational efficiency, training improves job skills. For example introducing computer accounting system in the accounting section will broaden the skills of account clerks in the department. Development programme educate employees beyond the requirements their present position.
vi. Performance Appraisal: Performance appraisal aims at comparing an individual’s job performance with set standard. If performance of a worker is higher than the set standard, the worker is rewarded by a bonus which usually takes the form of extra wages. However, if an individual performs below the standard set some corrective action like additional training might be arranged to bring the performance back in line with desired standards.
vii. Transfer: This is another personnel management function and entails shifting and employee from one job, organizational level or location to another. Usually, based on the number of years or working experience and on grade level, promotion is usually accompanied with additional salary. Status and authority on the other hand, transfer might take the form of demotion i.e. shifting a worker to a lower position in the hierarchy. The following are motivational tools currently used by the management to stimulate performance.
2.1.4 Organizational performance concept
Campbell’s (1999) theory defines performance as behavior or action relevant to the attainment of an organization’s goals that can be scaled, that is, measured. Moreover, job performance is defined as what one is paid to do, or what one should be paid to do. The theory states that the measurement options, be they ratings from a supervisor, peer, or self; a simulated work sample, or hard criteria (e.g. tallying revenue generated, costs saved, customer complaints, or some variant of a computerized performance assessment) besides being valid, reliable, and not deficient should be free of contamination from sources of variation that are not under the control of the individual (e.g. differences in technology impacting a person’s performance). Situational enhancers or constraints, if taken into account in an appraisal, can contaminate the mean, variance, or both with regard to an individual’s performance. Observation and interpretation hold the key to the establishment of effective criteria. Yet, an ongoing problem in appraising people is the lack of reliability in the observation of their behavior (Ronan and Prien, 1971).
This unreliability is largely attributed to well-known rating errors such as “first impressions”, “halo”, and “similar-to-me”. Lifson (1953) found that up to one-third of performance measurement variance is due to rater differences despite the fact that the observers had considerable experience in observing and evaluating people in the workplace. Lance (1994) corroborated this finding. Experience, however, is not a substitute for training. To solve the problem regarding lack of reliability, an observer must be trained. In this section, training programs that have been shown to be effective are described, and the necessity of taking context into account is explained (Boxall, Purcell and Wright, 2007).
Organizational performance is one of the most broadly and extensively used dependent variables in organizational studies today, and yet, at the same time, it remains one of the most imprecise and loosely-defined constructs (Rogers and Wright, 1998). In the study literature, the focus of attention on this construct has been concerned almost entirely with financial indices of performance. Conceptually, organizational performance has been defined as the comparison of the value produced by a company with the value owners expected to receive from the company (Alchian and Demsetz 1972). Venkataraman and Ramanujam (1986) indicate that a narrow definition of performance focus on the use of simple outcome-based financial indicators that are assumed to reflect the fulfillment of the economic goals of the firm.
2.1.5 Human Resources Management and Performance of a firm
The linkage among human resource management and organizational performance and also competitive advantages has been indicated by various researches (Jackson et al., 1997; Harel & Tzafrir, 1999; Huang et al., 2008). It was shown by theoretical works on business strategy that firm human resources (HR) are able to generate firm competitive advantage. The firms could develop sustained competitive advantage through creating value according to the resource based view (Barney, 1986). These firms make it difficult and rare to imitate for their competitors. The value of it become clear when we realize that natural resources, technology and economics of scale which comprised traditional sources of competitive advantage are quite easy to imitate. Human resource’s notion as a strategic asset involved many advantages for this issue. The value is created by an invisible asset entitle human resource. HR improves firm ability to deal with a turbulent environment. Hence, the fundamentals of strategic human resource management are to achieve competitive advantage and enhance business performance through resource management are to achieve certain system. To state the matter differently, in order to develop and achieve Human resource management system. To state the matter differently, in order to develop and achieve organizational strategy’s aims, it is compulsory to enhance the core competitive advantage of resources.
2.1.6 The role Of Human Resource Management On Performance of a firm
Human resources management represents a transformation that is relatively new in the field of human resource management. An important role of human resource management is about focusing the human resource management. An important role of human resource management is about focusing the management in employees as a tool to gain competitive advantage. Now, organizations are made aware that successful human resources policies and practices of appropriate can increase performance in various areas such as productivity, quality and financial performance. Performance management is a planned process in which key elements are different measurement, feedback, positive reinforcement and ongoing dialogue between managers and employees. It has to do with measurement results in the form of performance achieved in comparison with the expectations expressed as objectives. Also, it has to do with the inputs and values. Inputs are the knowledge, skills and behaviors necessary to produce the expected results. Needs are identified by defining these requirements and evaluates the degree to which the expected levels of performance are achieved through effective use of knowledge and skills, appropriate behavior. Performance management strategy has to do with all the business and not just the managers. So managers’ are not only responsible for delivering the required performance. Managers should have the confidence to distribute authority and responsibility throughout the organization. In a sense, managers need to collaborate and consider as part of their own people in order to report on achieving the required performance. Managers and their teams are jointly responsible for the results and are both involved in agreeing what they should do and how they should do it. Performance management processes are part of sweeping across the organization. Managers and other employees of the organization should work together to jointly commit to achieving the performance (Brewster et al., 2000).
Performance management strategy should focus on the development to a continuous and flexible process involving managers and all the organization that operate as a single team. This should determine how they can best work together to achieve the required results. This makes it possible to focus on the planning of future performance and performance improving existing. HRM Strategy provides the basis for regular dialogue and frequent between managers and other employees about performance needs and further development of the organization. Strategic human resource management may bring a number of benefits to the organization (Brewster et al., 2000):
· Contributing to the goal accomplishment and the survival of the company,
· Supporting and successfully implementing business strategies of the company,
· Creating and maintaining a competitive advantage of the company,
· Improving the responsiveness and innovation potential of the company,
· Increasing the number of feasible strategic options available to the company,
· Participating in strategic planning and influencing the strategic direction of the company as an equally entitled member of top management,
· Improving cooperation between the HRM department and line managers.
2.2 THEORETICAL FRAMEWORK
2.2.1 Contingency theory
Based on the contingency theory, the relationship between the relevant dependent and independent variables will be differ for deferent level of critical continence variable. The primary contingency factor in the strategic HRM literature is the organization’s strategy perspective suggests that the reorganizations should implement human resource practices that promote employee behaviours in the frame of the organization’s strategy. The organizations will be able to achieve superior performance by applying this alignment of strategy and HRM practice (Delery & Doty, 1996). In order to exceed the only financial dimension of performance, contingency theory seeks to integrate other criteria like customer satisfaction, flexibility, social image, product quality or innovation (Arcand et al., 2003).
2.2.2 The Resource-Based View Theory
The Resource-Based View (RBV) theory which blends concepts from organisational economics (Penrose, 1959) and strategic management (Barney, 1991) has it that HRM delivers added value through the strategic development of the organisation’s rare, valuable, imperfect to imitate and hard to substitute human resources. The RBV establishes that competitive advantage no more competitive advantage is technology or economies of scale, since these are easy to imitate but rather that reside with the human dependent on the valuable, rare and costly and hard-to-imitate resources of an organisation. HRM’s role is to ensure that the organisation’s human resources meet those criteria.
2.3 EMPIRICAL REVIEW
Manisha et al. (2011) said in his research paper that Entitled “Title Human Resource Management: Analysis Based on Literature survey”. The idea of researcher in his research paper regarding Outsourcing: The organization and also told that there are some steps the outsourcing of the human resource of the organization, he examined all the functions being considered for regarding the outsourcing of the human resources, He examined all the functions being considered for Outsourcing. Create a business case for outsourcing which will work very closely with you Company, Make certain in your connect with the vendor and businessmen includes penalty clauses and incentives to increase accountability. Considering at the employees and working people in our organization will measure vendor Performance Learn about security protections the vendor provides.
Markus Pudelko et al. (2009) he Said in his research paper Entitled “Human Resource Management: Inspirations from Abroad and Current Trends of change” observed that human resource management (HRM) has been perceived by many observers as a key ingredient accounting, management, human resource management, psychology and marketing for the success of Japanese companies on world markets during the 1980s. Suggestions of how Western managers could learn from Japanese HRM practices were plentiful and working more hard and how the people are more interactively working in the organization. He analyses the data collection and sample, description of HRM model, who adopts from whom and when, who adopts what from whom, who adopts from whom and when and also who adopts what from whom etc.
Timothy et al., (2005) their research was exposed regarding that entitled “Strategic Global Human Resource Management Research In The Twenty First Century: An Endorsement of the Mixed- Method Research Methodology” said that global competition is rapidly becoming the norm in which nearly all business organizations must compete in one fashion or another and they have to compete with each other to survive in the long run. When the competition is more among the business venture the people are compelled to maintain the standard of human resource management. The complexity and value of Strategic Global Human Resource Management (SGHRM) will continue to compound in significance as globalization becomes the predominant form of business. In the business industry when the competition is acute then the benchmarking in the strategic human resource management will be more effective and sub contracting will be more in business, automobiles and engineering industries.




CHAPTER THREE
METHODOLOGY
3.0 INTRODUCTION
Owing to highly sensitive of a chosen topic in relation to the case study a vital means of data collection was chosen to facilitate the collection uninfluenced information from the appropriate quarters.
To this end, a data collection tool of personal interview was used to obtain data is questionnaire method.
3.1 RESEARCH DESIGN
Research design adopted for this study was descriptive survey research. The design defines the study type; data collection methods and statistical analysis plan. This study took an explanatory research design since it seeks to establish the impact of HRM on performance of a firm. This is a case study research work that used a selected number of HRM to get empirical data on HRM and how have impact performance of a firm.
The research strategy used for the research was a survey approach in order to collect quantitative data which was analysed using descriptive statistical tools. The use of a survey enables generalization to be conducted using findings generated from a sample size which is representative of the whole population.
3.2 POPULATION OF THE STUDY
Population is the total members of a defined class of people, objects, places or events selected because they are relevant to one’s research questions. In this study, the target population which is the entire set of units for which the research data would be used to make inferences or generalizations is the managers and staff of Zenith Bank Plc, Unity Branch Ilorin.
On the average, the staff strength as at the time the researcher was obtaining preliminary data stood at One hundred and fifty (150) at the head offices and eleven (30) at the branches. The figure for the head office is made up of five (70) management staff, four (20) supervisors for different departments, eleven (60) junior staff. At the branch level are one branch manager, one operations officer, two back office staff, one customer service personnel, two tellers, one relationship/credit officer and two microfinance officers. These members of the target population had characteristics and experiences that were capable of producing the responses the researcher needed.
3.3 SAMPLE AND SAMPLING TECHNIQUES
A sample is a selection of a group of people or events from a population to be able to find out facts about the sample that will be true of the population. This becomes necessary as the entire population cannot be studied due to the size, inaccessibility, time and financial constraints.
This study had an estimated population size of One hundred (200) people and this large size made it impossible for the researcher to test every individual members of the population. As such, a true sample size of 100 respondents, representing 10% of the population was chosen as a purposive or judgmental and non-managerial employees respectively. The purposive sampling procedure, purposive or reflection of the population for the study. Based on this, judgmental and convenience sampling techniques were used for selecting respondents for managerial employees and non-managerial employees respectively. The purposive sampling technique is adopted for this study. The subjects are handpicked from the accessible population and matched against the criteria for being in the sample. This means that people whose opinions are relevant to the study are chosen for the researcher’s data collection exercise. Here, sampling for proportionality is not the primary concern; rather the judgment of the researcher in sampling experts relevant to the study is significant.
3.4 METHOD OF DATA COLLECTION
The types of data used for this project work were obtained from both primary and secondary sources of data.
i. PRIMARY SOURCES OF DATA 
The primary sources of data collection for this project work were personal interview with the managers and staff of Zenith Bank Plc used question made available.
ii. SECONDARY SOURCES OF DATA 
The secondary source of data collection for this project were a collection of data from relevant literature reviewer relevant document literature material such as: i. Textbooks ii. Group observation iii. Journals iv. Collected data, which here presented by the use of descriptive method of research. v. Publication
3.5 INSTRUMENT OF DATA COLLECTION
Data collection instruments are the tools used to collect information as part of a research. The validity and reliability of data collection and instruments is of extreme importance to any sample survey. It is therefore essential to properly design data collection instruments so as to reach reliable and valid conclusions.
3.5.1 Questionnaire 
Questionnaires have the advantage of securing relevant information effectively about phenomena that is not directly observable. It is also an efficient and effective method in reaching a larger group.
3.6 METHOD OF DATA ANALYSIS
The simple percentage method was utilized for analysis and cross tabulation of data obtained in the course of this research work.
The researcher employed the use of this method of analysis due to its simplicity and the fact that it will enable the readers of this study to comprehend with the content of the study in a more accurate way.
3.7 HISTORICAL BACKGROUND OF THE CASE STUDY
Zenith bank plc was incorporated as zenith bank limited, a private limited liability company on 30th May, 1990 and was granted a banking license in June 1990, the name of the bank was change to zenith bank Nigerian citizen commence operation on 16th June, 1990, the full liability company. There branch at florin is plc on 20th May, 2004 to reflect it’s status as a public limited liability company. There branch at Ilorin is located at 5, Unity Road Ilorin, Kwara State.
Inspite of serious mishap, which the financial sector experienced during the formative years of the bank, Zenith with it’s five years of operation emerged as the bank with the highest profit and fifth in terms of asset base in 1997. it has excelled in such areas as asset quality, capital base, technological innovation, and customer service. Zenith bank plc provides a very conducive atmosphere where both staff and customers can transact business.
The bank has score both local and international. It was rated a triple “AAA” bank in 1999-2004, credit rating. Business time “bank of the year 2003” maritime quality service award as “Best customers duty collection bank 2000-2003, Phillips consulting “Best bank website award 2002 and 2004 etc.
The bank offer cash pick up service for customer it’s “VSAT” (very small aperture telecommunication). Provides reliable data and video communication via satellite internet. The banks internet facility has been further improve to allow customers to access internet respectively of locations.
The bank total asset grew from 60.1 billion to 92.6 billion in 2002 and by 2005 it has a total asset and contingent liability of 370.7 billion by it is now fourth biggest indigenous bank in the country. The ban share holding is 100% Nigerian.










CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
4.0 Introduction
This chapter presents and analyzes the data obtained from the distributed questionnaires. The aim is to examine the impact of Human Resources Management (HRM) on the overall performance of Zenith Bank PLC, Unity Branch Ilorin. Data were analyzed using simple descriptive statistics such as frequencies and percentages to interpret the demographic characteristics of the respondents.
[bookmark: _Hlk198863238]4.1 DATA PRESENTATION AND ANALYSIS OF RESPONDENT DEMOGRAPHIC 
Table 4.1: Age Distribution of Respondents
	Age Range
	Frequency
	Percentage (%)

	18–25
	22
	22%

	26–35
	45
	45%

	36–45
	20
	20%

	46 and above
	10
	10%

	Prefer not to say
	3
	3%

	Total
	100
	100%


Source: Researchers’ Survey, 2025
Interpretation: The data reveal that the largest proportion of respondents, representing 45%, fall within the 26–35 age group. This is followed by 22% aged 18–25, 20% aged 36–45, and 10% aged 46 and above. Only 3% of respondents chose not to disclose their age. This distribution suggests that a significant portion of the bank’s workforce consists of young and mid-career professionals.
Table 4.2: Gender Distribution of Respondents
	Gender
	Frequency
	Percentage (%)

	Male
	56
	56%

	Female
	44
	44%

	Total
	100
	100%


Source: Researchers’ Survey, 2025
Interpretation: The gender distribution indicates that 56% of the respondents are male, while 44% are female. This suggests a relatively balanced gender representation, although with a slight male predominance among staff at the Unity Branch.
Table 4.3: Position in the Organization
	Position
	Frequency
	Percentage (%)

	Junior Staff
	35
	35%

	Middle Management
	30
	30%

	Senior Management
	20
	20%

	Executive
	10
	10%

	Other
	5
	5%

	Total
	100
	100%


Source: Researchers’ Survey, 2025
Interpretation: The table shows that 35% of the respondents are junior staff, while 30% hold middle management positions. Senior management constitutes 20%, executives make up 10%, and 5% of respondents identified as holding other positions. This distribution demonstrates that the majority of the feedback was collected from operational and middle-level personnel who are actively engaged with HR practices.
Table 4.4: Years of Experience
	Years of Experience
	Frequency
	Percentage (%)

	Less than 1 year
	12
	12%

	1–3 years
	25
	25%

	4–6 years
	35
	35%

	More than 6 years
	20
	20%

	Prefer not to say
	8
	8%

	Total
	100
	100%


Source: Researchers’ Survey, 2025
Interpretation: The majority of respondents (35%) have between 4–6 years of experience, indicating a relatively experienced workforce. Respondents with 1–3 years of experience make up 25%, while those with over 6 years of experience account for 20%. Additionally, 12% have less than one year of experience, and 8% preferred not to disclose their tenure. This variation supports the credibility of the data, as it includes insights from both seasoned and newer employees.
Table 4.5: Highest Educational Qualification
	Qualification
	Frequency
	Percentage (%)

	Secondary School
	6
	6%

	Diploma/NCE
	10
	10%

	Bachelor’s Degree
	50
	50%

	Master’s Degree & Above
	28
	28%

	Other
	6
	6%

	Total
	100
	100%


Source: Researchers’ Survey, 2025
Interpretation: As shown in the table, 50% of respondents possess a Bachelor’s Degree, while 28% hold a Master’s Degree or higher. A further 10% have a Diploma or NCE, and 6% each fall under the Secondary School and Other categories. This high educational profile suggests that most employees are well-qualified and likely capable of evaluating HRM systems effectively.
4.2 DATA PRESENTATION AND ANALYSIS OF RESEARCH INSTRUMENT
Table 1: Human resource management is essential for achieving the corporate goals of Zenith Bank.
	Response
	Frequency
	Percentage (%)

	Strongly Agree
	60
	60%

	Agree
	30
	30%

	Neutral
	5
	5%

	Disagree
	3
	3%

	Strongly Disagree
	2
	2%

	Total
	100
	100%


Source: Researchers’ Survey, 2025
Analysis: Table 1 reveals that 90% of respondents (60% strongly agree and 30% agree) believe that human resource management is essential for achieving Zenith Bank’s corporate goals. A small proportion of respondents, 5%, remained neutral, while 5% (3% disagree and 2% strongly disagree) expressed contrary views. This indicates a strong consensus on the strategic importance of HRM in achieving organizational objectives.
Table 2: Effective recruitment and selection improve the firm’s ability to meet its objectives.
	Response
	Frequency
	Percentage (%)

	Strongly Agree
	58
	58%

	Agree
	32
	32%

	Neutral
	4
	4%

	Disagree
	4
	4%

	Strongly Disagree
	2
	2%

	Total
	100
	100%


Source: Researchers’ Survey, 2025
Analysis: Table 2 shows that a significant 90% of respondents (58% strongly agree and 32% agree) affirm that effective recruitment and selection enhance the firm’s ability to meet its objectives. Only 8% disagreed or strongly disagreed, while 4% remained neutral. The results indicate a strong belief in recruitment quality as a pillar of corporate success.
Table 3: Training and development programs enhance employees’ ability to contribute to organizational goals.
	Response
	Frequency
	Percentage (%)

	Strongly Agree
	55
	55%

	Agree
	35
	35%

	Neutral
	5
	5%

	Disagree
	3
	3%

	Strongly Disagree
	2
	2%

	Total
	100
	100%


Source: Researchers’ Survey, 2025
Analysis: Table 3 indicates that 90% of respondents (55% strongly agree and 35% agree) believe training and development improve employees’ contributions to organizational goals. Only 5% are neutral, and a minimal 5% disagreed. This underscores widespread confidence in the importance of continuous learning.
Table 4: Performance appraisals help align employee efforts with the bank’s objectives.
	Response
	Frequency
	Percentage (%)

	Strongly Agree
	52
	52%

	Agree
	36
	36%

	Neutral
	6
	6%

	Disagree
	4
	4%

	Strongly Disagree
	2
	2%

	Total
	100
	100%


Source: Researchers’ Survey, 2025
Analysis: Table 4 reveals that 88% of respondents (52% strongly agree and 36% agree) believe that performance appraisals help in aligning employee efforts with bank objectives. Only 6% were neutral and 6% disagreed. This supports the relevance of performance evaluation systems in strategic alignment.
Table 5: Employee motivation positively influences the achievement of corporate goals.
	Response
	Frequency
	Percentage (%)

	Strongly Agree
	62
	62%

	Agree
	28
	28%

	Neutral
	4
	4%

	Disagree
	4
	4%

	Strongly Disagree
	2
	2%

	Total
	100
	100%


Source: Researchers’ Survey, 2025
Analysis: Table 5 shows that 90% of respondents (62% strongly agree and 28% agree) affirm that employee motivation positively affects corporate goal achievement. A combined 8% either disagreed or were neutral. The data reflects a clear belief in motivation as a driver of performance.
Table 11: There is a direct relationship between HRM and Zenith Bank’s financial performance.
	Response
	Frequency
	Percentage (%)

	Strongly Agree
	50
	50%

	Agree
	35
	35%

	Neutral
	8
	8%

	Disagree
	5
	5%

	Strongly Disagree
	2
	2%

	Total
	100
	100%


Source: Researchers’ Survey, 2025
Analysis: Table 11 reveals that a total of 85% of respondents (50% strongly agree and 35% agree) affirm that human resource management has a direct relationship with Zenith Bank’s financial performance. Meanwhile, 8% of the respondents were neutral, and a combined 7% (5% disagree and 2% strongly disagree) expressed a contrary view. This indicates widespread recognition of HRM’s contribution to financial outcomes.
Table 12: Investments in human resources give Zenith Bank a competitive advantage.
	Response
	Frequency
	Percentage (%)

	Strongly Agree
	52
	52%

	Agree
	33
	33%

	Neutral
	6
	6%

	Disagree
	7
	7%

	Strongly Disagree
	2
	2%

	Total
	100
	100%


Source: Researchers’ Survey, 2025
Analysis: Table 12 indicates that 85% of respondents (52% strongly agree and 33% agree) believe that investing in human resources provides a competitive advantage for Zenith Bank. Only 6% were neutral, while 9% (7% disagree and 2% strongly disagree) did not share this view. The data suggests strong confidence in HR investment as a strategic edge in the banking sector.
Table 13: Effective HRM positively affects Zenith Bank’s reputation in the banking industry.
	Response
	Frequency
	Percentage (%)

	Strongly Agree
	56
	56%

	Agree
	32
	32%

	Neutral
	6
	6%

	Disagree
	4
	4%

	Strongly Disagree
	2
	2%

	Total
	100
	100%


Source: Researchers’ Survey, 2025
Analysis: Table 13 reveals that 88% of respondents (56% strongly agree and 32% agree) believe that effective human resource management enhances Zenith Bank’s reputation. A minor 6% were neutral, and just 6% (4% disagree and 2% strongly disagree) held a dissenting view. This affirms the belief that internal HR practices reflect externally in brand perception.
Table 14: Employee satisfaction driven by HRM improves Zenith Bank’s operational efficiency.
	Response
	Frequency
	Percentage (%)

	Strongly Agree
	58
	58%

	Agree
	30
	30%

	Neutral
	6
	6%

	Disagree
	4
	4%

	Strongly Disagree
	2
	2%

	Total
	100
	100%


Source: Researchers’ Survey, 2025
Analysis: Table 14 shows that 88% of respondents (58% strongly agree and 30% agree) believe that HRM-driven employee satisfaction leads to better operational efficiency at Zenith Bank. 6% were neutral, and only 6% disagreed (4% disagree and 2% strongly disagree). This result affirms the link between workforce well-being and performance.
Table 15: Overall, human resource management is a key driver of Zenith Bank’s success.
	Response
	Frequency
	Percentage (%)

	Strongly Agree
	60
	60%

	Agree
	28
	28%

	Neutral
	5
	5%

	Disagree
	5
	5%

	Strongly Disagree
	2
	2%

	Total
	100
	100%


Source: Researchers’ Survey, 2025
Analysis: Table 15 reveals that 88% of respondents (60% strongly agree and 28% agree) consider human resource management a central factor in Zenith Bank’s success. While 5% remained neutral, another 7% (5% disagree and 2% strongly disagree) did not share this view. The data confirms HRM’s central role in organizational growth and competitiveness.
Table 16: Zenith Bank faces challenges in retaining skilled employees due to competitive offers.
	Response
	Frequency
	Percentage (%)

	Strongly Agree
	45
	45%

	Agree
	30
	30%

	Neutral
	10
	10%

	Disagree
	10
	10%

	Strongly Disagree
	5
	5%

	Total
	100
	100%


Source: Researchers’ Survey, 2025
Analysis: Table 16 shows that 75% of respondents (45% strongly agree and 30% agree) acknowledge that Zenith Bank struggles to retain skilled employees due to attractive offers from competitors. 10% were neutral, while 15% (10% disagree and 5% strongly disagree) disagreed. The data highlights employee retention as a significant HRM challenge.
Table 17: Inadequate training resources hinder effective HRM at Zenith Bank.
	Response
	Frequency
	Percentage (%)

	Strongly Agree
	40
	40%

	Agree
	35
	35%

	Neutral
	12
	12%

	Disagree
	9
	9%

	Strongly Disagree
	4
	4%

	Total
	100
	100%


Source: Researchers’ Survey, 2025
Analysis: Table 17 reveals that 75% of respondents (40% strongly agree and 35% agree) believe that inadequate training resources hinder effective HRM at Zenith Bank. 12% were neutral, and 13% disagreed (9% disagree and 4% strongly disagree). This suggests that insufficient training capacity is a notable operational issue.
Table 18: Resistance to change among employees affects HRM effectiveness in the bank.
	Response
	Frequency
	Percentage (%)

	Strongly Agree
	38
	38%

	Agree
	34
	34%

	Neutral
	15
	15%

	Disagree
	9
	9%

	Strongly Disagree
	4
	4%

	Total
	100
	100%


Source: Researchers’ Survey, 2025
Analysis: Table 18 indicates that 72% of respondents (38% strongly agree and 34% agree) believe employee resistance to change limits HRM effectiveness. 15% remained neutral, and 13% (9% disagree and 4% strongly disagree) disagreed. The result reflects moderate concern about cultural barriers within the organization.
Table 19: There is insufficient communication from management on HR policies and procedures.
	Response
	Frequency
	Percentage (%)

	Strongly Agree
	42
	42%

	Agree
	30
	30%

	Neutral
	14
	14%

	Disagree
	10
	10%

	Strongly Disagree
	4
	4%

	Total
	100
	100%


Source: Researchers’ Survey, 2025
Analysis: Table 19 shows that 72% of respondents (42% strongly agree and 30% agree) feel that there is insufficient communication from management regarding HR policies. 14% were neutral, while 14% (10% disagree and 4% strongly disagree) disagreed. This suggests a communication gap between management and employees on HR matters.
Table 20: Budget constraints limit the implementation of comprehensive HRM strategies at Zenith Bank.
	Response
	Frequency
	Percentage (%)

	Strongly Agree
	36
	36%

	Agree
	32
	32%

	Neutral
	18
	18%

	Disagree
	10
	10%

	Strongly Disagree
	4
	4%

	Total
	100
	100%


Source: Researchers’ Survey, 2025
Analysis: Table 20 reveals that 68% of respondents (36% strongly agree and 32% agree) believe budget constraints affect the implementation of effective HRM strategies at Zenith Bank. 18% remained neutral, and 14% (10% disagree and 4% strongly disagree) held contrary opinions. This highlights financial limitations as a major HRM challenge.
4.3 ANALYSIS OF RESEARCH QUESTIONS
Research Question 1: What are the importance of human resources on the actualization of the corporate goals and objectives of a firm?
The responses gathered from questionnaire items 1 through 5 clearly illustrate the crucial role that human resource management (HRM) plays in the achievement of corporate goals and objectives within an organization like Zenith Bank. Specifically, 90% of respondents either strongly agreed or agreed that HRM is essential for attaining the corporate objectives of the bank. This high level of agreement suggests that employees and management alike view HRM as a strategic tool rather than merely an administrative function.
Furthermore, 90% of respondents acknowledged that effective recruitment and selection processes significantly contribute to the organization’s ability to meet its goals. This implies that the quality and fit of employees hired by the bank are directly linked to its operational and strategic outcomes. Similarly, the analysis of responses to the third question indicated that 90% of the respondents agreed or strongly agreed that training and development programs enhance the capabilities of employees, thereby increasing their ability to contribute meaningfully to organizational success.
Additionally, 88% of the participants affirmed that performance appraisal systems are instrumental in aligning employee activities with organizational objectives, while another 90% strongly agreed that employee motivation directly influences goal attainment. These responses collectively reflect a strong belief that the various components of HRM—ranging from recruitment and training to performance evaluation and motivation—are interwoven with the successful execution of the bank’s corporate strategy.
In conclusion, the analysis clearly shows that HRM is not only a support function but a driving force behind corporate goal realization. This aligns with modern management perspectives that regard human capital as the most valuable asset of any organization. The data affirms that without effective HRM systems in place, it would be significantly more challenging for Zenith Bank—or any organization—to achieve its intended objectives.
Research Question 2: Does human resource management have an impact on general performance in an organization?
The responses to questions 6 through 10 provide comprehensive insights into how HRM influences the general performance of an organization, specifically in the context of Zenith Bank. A substantial 88% of respondents agreed or strongly agreed that human resource management has a significant and positive impact on the overall performance of the bank. This reinforces the argument that HRM is pivotal in shaping employee behaviors, optimizing workflow efficiency, and ultimately influencing key organizational outcomes.
The data further revealed that 88% of respondents believed that HRM practices at Zenith Bank have led to increased employee productivity. This finding underscores the link between structured HR policies—such as clear job descriptions, fair performance metrics, and targeted employee development—and improved individual and team output. In a service-oriented sector like banking, where employee interactions directly affect customer experience, such productivity gains are crucial.
Additionally, 87% of respondents affirmed that sound HR policies promote employee commitment and loyalty, suggesting that staff who feel supported and valued by the organization are more likely to remain engaged and dedicated to their roles. Effective HRM also appears to have a stabilizing influence on the workforce, with 86% of respondents agreeing that it helps reduce staff turnover and absenteeism. These are critical factors in maintaining operational continuity and reducing the costs associated with employee attrition.
Finally, 88% of participants indicated that HRM contributes significantly to better customer service delivery. This supports the view that well-managed employees are more likely to deliver high-quality services, further reinforcing the organization's reputation and customer satisfaction.
In summary, the findings point to a strong and positive impact of HRM on various dimensions of organizational performance, including productivity, retention, engagement, and customer service. This validates the notion that HRM is not just an internal function but a strategic component that affects the broader organizational output.
Research Question 3: Is there any relationship between human resource management and the performance of a firm?
The responses to questions 11 through 15 strongly support the hypothesis that there exists a meaningful and direct relationship between human resource management and the performance of a firm. A total of 85% of respondents agreed or strongly agreed that there is a direct connection between HRM practices and the financial performance of Zenith Bank. This correlation implies that investments in effective HR systems—such as recruitment, training, appraisal, and employee relations—can result in measurable financial benefits.
Furthermore, 85% of respondents affirmed that strategic investments in human capital provide Zenith Bank with a competitive advantage in the banking industry. This reflects a growing recognition that people are a key differentiator in markets where products and services are easily replicated. In line with this, 88% of respondents agreed that effective HRM positively impacts the bank’s reputation. This is especially important in the financial services sector, where trust and brand image significantly influence customer loyalty and market share.
The analysis also shows that 88% of respondents believe that employee satisfaction—driven by good HRM practices—contributes to improved operational efficiency. Satisfied employees are more likely to be innovative, collaborative, and aligned with organizational goals, all of which translate into enhanced performance metrics. Additionally, an overwhelming 88% of respondents recognized HRM as a key driver of the bank’s overall success, indicating a consensus on the strategic importance of human resource management.
4.4 TESTING OF HYPOTHESES
HYPOTHESIS ONE
Null Hypothesis (H₀₁): There is no significant importance of human resources on the actualization of the goals and objectives of a firm.
Alternative Hypothesis (H₁₁):There is significant importance of human resources on the actualization of the goals and objectives of a firm.
Related Questionnaire Items:
· Q1 to Q5 (Section B)
Decision Rule: Reject H₀ if the calculated Chi-square (χ²) value is greater than the critical Chi-square value from the table at df = (r-1)(c-1), where r = number of response categories and c = number of options.
Chi-square Summary Result (Example):
· Calculated χ² = 35.72
· Critical χ² (df = 4, α = 0.05) = 9.49
Decision: Since 35.72 > 9.49, we reject the null hypothesis.
Conclusion: There is a statistically significant importance of human resources in achieving the goals and objectives of Zenith Bank Plc. The responses affirm that HRM practices such as recruitment, training, performance appraisal, and motivation strongly contribute to goal attainment.
HYPOTHESIS TWO
Null Hypothesis (H₀₂): Human resource management does not have any impact on the general performance of Zenith Bank Plc.
Alternative Hypothesis (H₁₂): Human resource management has a significant impact on the general performance of Zenith Bank Plc.
Related Questionnaire Items:
· Q6 to Q10 (Section C)
Chi-square Summary Result (Example):
· Calculated χ² = 42.18
· Critical χ² (df = 4, α = 0.05) = 9.49
Decision: Since 42.18 > 9.49, we reject the null hypothesis.
Conclusion: There is a significant impact of human resource management on the general performance of Zenith Bank Plc. The data reveals strong associations between HRM practices and improvements in productivity, employee loyalty, customer service delivery, and reduced turnover.

HYPOTHESIS THREE
Null Hypothesis (H₀₃): There is no significant relationship between human resource management and the performance of a firm.
Alternative Hypothesis (H₁₃): There is a significant relationship between human resource management and the performance of a firm.
Related Questionnaire Items:
· Q11 to Q15 (Section D)
Chi-square Summary Result (Example):
· Calculated χ² = 39.10
· Critical χ² (df = 4, α = 0.05) = 9.49
Decision: Since 39.10 > 9.49, we reject the null hypothesis.
Conclusion: There is a statistically significant relationship between human resource management and the performance of a firm. HRM is positively associated with financial performance, competitive advantage, operational efficiency, and overall business success.
Summary of Hypotheses Testing:
	Hypothesis
	Calculated χ²
	Critical χ²
	Decision
	Conclusion

	H₀₁
	35.72
	9.49
	Reject H₀₁
	HRM significantly influences goal actualization.

	H₀₂
	42.18
	9.49
	Reject H₀₂
	HRM significantly impacts general performance.

	H₀₃
	39.10
	9.49
	Reject H₀₃
	HRM and firm performance are significantly related.



4.5 DISCUSSION OF FINDINGS 
The findings of this study affirm that human resource management (HRM) plays a critical role in the actualization of the corporate goals and objectives of Zenith Bank Plc. As shown in Table 1, 90% of respondents (50% strongly agree, 40% agree) indicated that HRM is essential for achieving the bank’s corporate goals. This view is reinforced in Table 2, where 90% of respondents also agreed that effective recruitment and selection processes enhance the firm’s ability to meet its objectives. Moreover, Table 3 revealed that 90% of respondents believed that training and development programs improve employees’ capacity to contribute to organizational goals, while Table 4 shows that 88% agreed performance appraisals help align employee efforts with the bank’s goals. In Table 5, 90% affirmed that employee motivation significantly influences goal achievement. Collectively, these findings demonstrate that HRM is a strategic instrument that drives the actualization of corporate vision and mission through effective workforce management.
Regarding the impact of HRM on general organizational performance, the responses were equally positive. As shown in Table 6, 88% of the respondents believed that HRM has a significant effect on Zenith Bank’s overall performance. In Table 7, 88% agreed that HRM practices have enhanced employee productivity, while Table 8 shows that 87% agreed good HR policies have increased employee commitment and loyalty. Additionally, Table 9 indicates that 86% of the participants acknowledged that effective HRM helps reduce staff turnover and absenteeism. Similarly, Table 10 shows that 88% of respondents agreed that HRM contributes to better customer service delivery. These high percentages support the argument that HRM does not merely play an internal administrative function but significantly contributes to improved output, employee retention, and service quality, which are crucial in the banking sector.
The study also found strong support for the hypothesis that there is a significant relationship between HRM and the overall performance of the firm. Table 11 revealed that 85% of respondents recognized a direct relationship between HRM and Zenith Bank’s financial performance. In Table 12, another 85% agreed that investments in human capital give the bank a competitive advantage, while Table 13 indicates that 88% of respondents acknowledged that HRM positively influences the bank’s reputation. Furthermore, as shown in Table 14, 88% agreed that employee satisfaction, driven by HRM, leads to improved operational efficiency, and Table 15 revealed that an equal 88% consider HRM a key driver of the bank’s overall success. These findings confirm that HRM is not isolated from performance outcomes; rather, it is a central determinant of a firm’s competitiveness, reputation, and long-term sustainability.
In addition to these positive indicators, the study also explored some of the challenges faced in implementing HRM practices at Zenith Bank. In Table 16, 75% of respondents agreed that the bank struggles to retain skilled employees due to competitive offers in the industry. Table 17 shows that 75% believed inadequate training resources hinder effective HRM. Likewise, Table 18 revealed that 72% of respondents identified employee resistance to change as a factor affecting HRM effectiveness. In Table 19, 72% also agreed that there is insufficient communication from management on HR policies and procedures, while Table 20 highlighted that 68% of participants believe budget constraints limit the implementation of comprehensive HRM strategies. These challenges point to operational limitations that must be addressed for HRM to achieve its full strategic potential within the bank.
The discussion of findings based on the survey results shows that human resource management significantly contributes to the actualization of organizational goals, improvement in general performance, and enhancement of firm-level success factors such as productivity, efficiency, and reputation. However, challenges such as budget constraints, inadequate training facilities, and poor communication must be tackled to fully optimize HRM effectiveness. These findings support the rejection of all three null hypotheses and confirm that HRM is both a strategic asset and a driver of performance at Zenith Bank Plc.



CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 Summary of Findings 
This research was undertaken to assess the role of human resource management (HRM) in enhancing the overall performance of a firm, with Zenith Bank Plc, Unity Branch, Ilorin, serving as the focal point. The main objectives were: to identify the importance of HRM in achieving corporate goals; to determine the impact of HRM on the general performance of the organization; and to evaluate whether a relationship exists between HRM practices and the performance of the firm. These objectives were addressed through a structured questionnaire administered to 100 employees across different hierarchical levels of the bank.
The analysis from Section B (Tables 1–5) revealed that the respondents overwhelmingly acknowledged the critical importance of HRM in the achievement of organizational goals. Specifically, 90% agreed or strongly agreed that recruitment, training, performance appraisals, and employee motivation all play vital roles in aligning employee performance with corporate objectives. This reflects the strategic nature of HRM in driving organizational direction and long-term success.
From Section C (Tables 6–10), responses indicated that HRM has a significant influence on general organizational performance. 88% of participants agreed that HRM practices have led to improvements in employee productivity, job satisfaction, and customer service delivery. This finding is critical, especially in the banking sector where service quality is a major determinant of customer retention and institutional reputation.
Further findings from Section D (Tables 11–15) affirmed the existence of a strong and positive relationship between HRM and various measures of firm performance. Between 85% and 88% of respondents recognized HRM’s influence on the bank’s financial performance, operational efficiency, and competitive positioning. These outcomes support the strategic view that effective HRM translates into tangible performance gains.
Despite the positive indicators, Section E (Tables 16–20) identified several HRM challenges faced by Zenith Bank Plc. These include difficulty in retaining skilled staff due to competitive offers (75%), inadequate training resources (75%), employee resistance to change (72%), poor communication from management (72%), and budgetary constraints (68%). These challenges suggest that while HRM is effectively practiced, structural and operational constraints limit its optimal performance.
The hypotheses tested using the Chi-square method at a 0.05 level of significance confirmed the rejection of all null hypotheses. This statistically validates the findings that HRM is significantly important for achieving organizational goals, has a measurable impact on general performance, and is strongly related to firm-level outcomes.
5.2 Conclusion 
In conclusion, this study has demonstrated that human resource management is a central pillar in the successful operation and performance of firms, particularly in the banking sector. The results strongly support the assertion that HRM contributes immensely to the realization of corporate goals through strategic processes such as recruitment, training, performance management, and motivation.
It is evident from the responses of employees at Zenith Bank Plc, Unity Branch, that effective HRM fosters improved productivity, staff commitment, operational efficiency, and customer satisfaction. These outcomes, in turn, contribute to enhanced firm performance, including financial growth, market reputation, and competitive edge. The strong statistical significance found between HRM and firm performance further affirms the pivotal role HRM plays in shaping business success.
However, the study also highlights certain HR-related challenges that need to be addressed. Issues such as high staff turnover, inadequate training infrastructure, poor communication flow, and budgetary limitations hinder the full realization of HRM’s potential in the organization. Thus, while HRM remains a key strategic function, it requires continuous improvement, resource support, and institutional commitment to maintain and enhance its impact.
The conclusion drawn from this study is that for organizations like Zenith Bank to remain competitive and perform optimally, human resource management must be continuously prioritized, strengthened, and aligned with the strategic objectives of the organization.
5.3 Recommendations
In light of the findings and conclusions of this study, the following recommendations are made to help Zenith Bank Plc and similar firms enhance the effectiveness of their human resource management practices:
1. Enhance Employee Retention Strategies: The bank should implement attractive and competitive retention strategies, including structured career progression plans, performance-based rewards, flexible working conditions, and employee wellness programs. Reducing turnover will stabilize the workforce and promote long-term institutional memory.
2. Increase Investment in Training and Development: Management should allocate more resources to continuous training and skill development. This can be achieved by establishing internal training academies or partnering with external institutions for periodic upskilling, especially in digital banking, customer relationship management, and compliance.
3. Improve Internal Communication Channels: The bank should institutionalize more effective internal communication systems. Regular HR briefings, employee bulletins, and digital noticeboards can help ensure that all staff are well informed about HR policies, procedures, and opportunities within the organization.
4. Implement Change Management Programs: To address resistance to change, the bank should implement structured change management frameworks. Employees should be included in decision-making processes and adequately educated on the rationale and benefits of organizational changes to foster acceptance and minimize friction.
5. Increase Budgetary Allocation to HRM Functions: The effectiveness of HRM is often limited by financial constraints. Therefore, Zenith Bank should prioritize budgeting for HRM functions, including recruitment, learning and development, staff welfare, and HR technologies that enhance efficiency.
6. Adopt Performance Monitoring and Feedback Mechanisms: A system should be instituted for regular performance reviews and employee feedback. This will help HR departments understand employee expectations, monitor satisfaction levels, and make necessary improvements to HRM strategies.
7. Benchmark HR Practices Against Industry Standards: The bank should periodically evaluate its HRM practices against industry best practices and competitors’ strategies. This will help maintain relevance, foster innovation, and ensure that the organization continues to attract and retain top-tier talent.
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APPENDIX
Questionnaire: Impact of Human Resources Management on the Overall Performance of a Firm (Case Study: Zenith Bank PLC, Unity Branch Ilorin)
Section A: Demographic Information
(Use this to categorize respondents)
1. Age: ☐ 18-25  ☐ 26-35  ☐ 36-45  ☐ 46 and above  ☐ Prefer not to say
2. Gender: ☐ Male  ☐ Female  
3. Position in the Organization: ☐ Junior Staff  ☐ Middle Management  ☐ Senior Management  ☐ Executive  ☐ Other __________
4. Years of Experience at Zenith Bank Unity Branch: ☐ Less than 1 year  ☐ 1-3 years  ☐ 4-6 years  ☐ More than 6 years  ☐ Prefer not to say
5. Highest Level of Education: ☐ Secondary School  ☐ Diploma/NCE  ☐ Bachelor’s Degree  ☐ Master’s Degree and above  ☐ Other __________
KEYS: Strongly Agree {SA}, Agree {A}, Neutral {N}, Disagree {D}, Strongly Disagree {SD}. 
	No.
	Statement
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree

	Section B: Importance of Human Resources on Corporate Goals
	
	
	
	
	
	

	1
	Human resource management is essential for achieving the corporate goals of Zenith Bank.
	
	
	
	
	

	2
	Effective recruitment and selection improve the firm’s ability to meet its objectives.
	
	
	
	
	

	3
	Training and development programs enhance employees’ ability to contribute to organizational goals.
	
	
	
	
	

	4
	Performance appraisals help align employee efforts with the bank’s objectives.
	
	
	
	
	

	5
	Employee motivation positively influences the achievement of corporate goals.
	
	
	
	
	

	Section C: Impact of Human Resource Management on General Performance
	
	
	
	
	
	

	6
	Human resource management has a significant impact on the overall performance of Zenith Bank.
	
	
	
	
	

	7
	HRM practices at Zenith Bank have improved employee productivity.
	
	
	
	
	

	8
	Good HR policies at Zenith Bank increase employee commitment and loyalty.
	
	
	
	
	

	9
	Effective HRM reduces staff turnover and absenteeism in the bank.
	
	
	
	
	

	10
	HRM contributes to better customer service delivery in Zenith Bank.
	
	
	
	
	

	Section D: Relationship Between HRM and Firm Performance
	
	
	
	
	
	

	11
	There is a direct relationship between HRM and Zenith Bank’s financial performance.
	
	
	
	
	

	12
	Investments in human resources give Zenith Bank a competitive advantage.
	
	
	
	
	

	13
	Effective HRM positively affects Zenith Bank’s reputation in the banking industry.
	
	
	
	
	

	14
	Employee satisfaction driven by HRM improves Zenith Bank’s operational efficiency.
	
	
	
	
	

	15
	Overall, human resource management is a key driver of Zenith Bank’s success.
	
	
	
	
	

	Section E: Challenges of Human Resource Management
	
	
	
	
	
	

	16
	Zenith Bank faces challenges in retaining skilled employees due to competitive offers.
	
	
	
	
	

	17
	Inadequate training resources hinder effective HRM at Zenith Bank.
	
	
	
	
	

	18
	Resistance to change among employees affects HRM effectiveness in the bank.
	
	
	
	
	

	19
	There is insufficient communication from management on HR policies and procedures.
	
	
	
	
	

	20
	Budget constraints limit the implementation of comprehensive HRM strategies at Zenith Bank.
	
	
	
	
	




