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ABSTRACT

This study examines the impact of human resources management on banks
employees sustainable development in Ado-Ekiti. The aim is to examine how
HRM practices are been conducted and its relationship with employees’
sustainable development. Sixteen commercial banks operate in the study area.
Hence, the population comprises all human resour ces departments operating in
the the 16 commercial banks. The branch managers and two senior officers of
the 16 banks were selected using convenient sampling. All the responses take
the form of a five point Likert scale using a close-ended questions. Regression
analysis is applied to test the relationship between HRM variables and banks
employee’s sustai nable devel opment using SPSSVersion 16. Theresultsindicate
among othersthat thereisa positive and significant relationship between human
resources management and banks employees' sustainable development. Based
on thesg, it is therefore concluded that effective human resource management is
indispensible to employees’ sustainable development. However, it is
recommended that all banks should adopt and implement the best human
resources management practices (human resources planning, job analysis,
recruitment, selection, compensation, performance appraisal and training) for
better employees’ sustainable devel opment.
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INTRODUCTION

Inthe present modern competitive bus nessenvironment, firmsarefacing risng chalenges
intheform of gaining and optimizing human resources. Human capital isoneof thekey
resourcesin establishing asustained competitive advantage (Barney, 1991). Inthebidto
overcomethechalenges, therehave generdly been the need for abroad Human Resources
Management (HRM) practices to translate organization’s human resources into a
sustainable competitive advantage. The successof most, if not al organizations depends
largely istheneed for an gpproach to achievebetter performance, to originateand implement
HRM practices (Khan 2010 cited in Jeet and Sayeeduzzafar, 2014). Thisrealization
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reinforcesthecritical role HRM practices play inthismodern world and increasingly
competitive business landscape (Justice, Antwi, Ampadu and Osei-Boateng, 2016).
Managersand other organizationa |eadersfaced the problemsof resources; how tofind
askilled person for theright tasks, how to make sure people do what they should be
doing, how to keep people going when thetime aretough (Senyucel, 2009). Thesehave
been the cha lengesfaced by organizationswhether public, private or nonprofit. Managers
and organizationa leadersare not only responsiblefor getting thejob but finding theright
peoplefor theright job, getting the job done on theright time, save cost liaisewith the
stakeholders, develop and retain existing employees, keep employeesmoralehigh and
increase employee' s performance (Senyucel, 2009).

Academicinterest in Human Resources M anagement isalso evidenced by the
leve of attentionit hasreceived over thelast few decades (Senyucd, 2009). Therdationship
between Human Resource Management and employees’ sustainable development has
been the subj ect of concern and interest to many researchersand scholars. However,
despite the importance attached to human resources management asadriving forceto
organizational success, thereislittle empirical study to ascertain theimpact of human
resources management on employees’ sustainable development especially in Nigerian
banks, thisnecessitated the study. Although studies have been conducted on Commercial
banks human resources management practicesat thelevel of the head office (Justice,
Antwi, Ampadu and Osei-Boateng, 2016), thisstudy then focuses on the examination of
the human resources management practicesand theimpact on employees' sustainable
development at the branch levelsin the hopeto examinehow HRM practiceswere been
conducted and itsrelationship with employees’ sustainable development. The specific
objectivesare:

I Toandyze conceptua ly how human resource management practi cesaffectsbanks
employees sustainabledevelopment inAdo-Ekiti, Nigeria

ii. To examineempirically the relationship between human resource management
and employees sustainable development inAdo-Ekiti, Nigeria

Thefollowing research hypotheseswereformul ated for the study:

H,L:  Humanresourcemanagement precticedoesnot affect bank employees’ sustainable
development.

H,2  Thereisnosignificant relationship between human resource management and banks

employees sustainabledevel opment.

Human Resour ces M anagement (HRM)

Human ResourcesManagement practiceisasyseminwhichaset of distinct but interrelated
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activities, functionsand processes are directed at attracting, devel oping, and maintaining
or digposing firm’shuman resourcesfor that matter employees(Lado and Wilson, 1994).
HRM practicesrefer to organizationd activitiesdirected at managing thepool of human
resources and ensuring that the resources are employed towards the fulfillment of
organizational goals(Schuler and Jackson, 1987).

Human resources management isamultidisciplinary organizational function that draws
theoriesand ideasfrom variousfields such as management, psychol ogy, sociology and
economics (Storey, 1992). It aimed at devel oping peopl e through work (Bratton and
Gold, 2001), and includes administrative activitiesthat are associated with planning,
recruitment, selection, orientation, training, gppraisal, motivation and remuneration (Storey,
1992). Robbins and Judge (2009) sum up human resources management by five key
concepts: motiveting, disciplining, managing conflict, saffing and training. Human resources
management isabroadly approved concept with theaim of managing theemployees' of
an organization and isrelated to workforceattraction, selection, training, assessment, and
rewarding (Robbinsand Judge, 2009).

Theeffect of managers behaviour ontheemployees performanceisdiscussed
by McGregor (1960) in hisproposed * Theory X —and Theory Y’ . Hendry (1995) states
that in some cases, accepting the principles of human resource management isnothing
morethan acceptance of human resourcesasthe most critical assetsof the organization.
However, in some other cases, it emphasizes on corresponding the functions of the
employeesto the organization’sstrategy. |n Janger (1977) viewpoint, HRM may beonly
reflecting the human resources importanceto an organization. Armstrong (2003) believes
that human resourcesare the most treasured assets of any organi zation who contributeto
the organization’sachievements. He a so defines human resources management asthe
strategi ¢ approach toward managing the employees.

Conventionally, human resourceswere mostly considered asacost which must
be controlled and minimized. However, it isnow realized that they can substantially
contributeto the organization’sfinancia performance. Sustai nability has been subject of
thought and reflection inthefield of management for along time. Only recently, however
that thelink between sustainability and HRM issues, seem to have received attention.
Sustainable human resource management practitioners have developed different
approaches, inidentifying thebenefit of the perception, againgt thetraditional HRM, which
isadrivetowardsasustai nable devel opment (Ehnert, 2006). Sustainability isanevolving
approach that promotesthe use of human, natural and financia resourcestoimprovethe
economy, the environment, and society in an integrated way for the benefit of current and
future generations. The concept isaglobal policy theme, widely used since 1987 when
the United Nations World Commission on Environment and Devel opment defines
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sustainable development as* devel opment that meets the need of the present without
compromising the ability of future generation to meet their own needs’.

Human resourcesmanagement (HRM) refersto the policiesand practicesinvol ved
in carrying out the human resources aspects of amanagement position including human
resources planning, job analysis, recruitment, selection, orientation, compensation,
performance appraisa, training and devel opment and labour relation (Aguinis, 2009).
HRM is composed of the policies, practices and systems that influence employees
behaviour, attitude and performance (Altarawmneh and Al-Kilani 2010). The presumed
link between individual performance and organizational performance has been well
establishedin businessliterature (Appelbaum, Bailey, Berg and Kalleberg, 2000). Aware
of such afact, organizations have been in a state of constant search for leverages of
employee performance. Theleveragesarethefactorsthat promote or enhancethelevel
of employeeeffort and activitiesrelated to his’her work. The search for theleveragesor
factorsthat enhance empl oyee performance hasawaysbeen abig concernfor industridists
and researchers. Taylor’ sprescriptionswhichlooked for the* onebest way’ of production
attached to areward package which enabled man to maximize income was an early
attempt to couple empl oyee motivation with productivity and output (Arogyaswamy and
Byles, 1987). Aguinis(2009) regardsHRM as*“involving al management decision that
affectsthe relationship between the organi zation and employees, itshuman resources
(Arthur 1992). HRM practices, in any firms, are amoderator among the strategy and
policiesof HRM and HRM outcome. HR practicesand job satisfaction are studied widdy
indifferent partsof theworld. It isassumed that HR practicesare closaly associated with
job satisfaction (Bartel 1994).

Many scholarsand practitionersbelievethat sound HR practicesresult in better
level of job satisfaction which ultimately improves organizationa performance (Becker
and Gerhart 1996). Someresearchersfocusonthe overall job satisfaction of employees
(Becker and Huselid, 1999) which are satisfaction with pay, promotion, supervisor or
co-workers. HRM practicesincludejob analysis, orientation, performance appraisal,
human resources planning, labour relations, sel ection, recruitment, compensation and
training development (Bailey, 1993). We shall |ook at someof thesevariables.

Sdlection: TheHR work system includestight division of [abour and narrowly designed
and specidizedjobs. Insuchasystem, limited employee participation existsand personnel
policy specifiesdetailed rulesconcerning career progression and compensation (Harel
and Tzafrir, 1999). Oneof the clearest expositionsof thisthemewasgiven by Schuler and
Jackson (1987). Themodel hasbuilt on the generic competitive strategiesoutlined by
Porter (1980), that is, quality enhancement, innovation and cost |eadership or reduction.
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For each strategy, Schuler and Jackson (1987) develop aset of  needed role behaviours
whichvary acrossanumber of dimens onsand then recommended aset of human resources
practicesthat are needed to bring about these behaviours.

Training: AccordingtoHarel and Tzafrir (1999), training caninfluence performanceby
improving skillsand abilitiesrelevant to employees’ tasks and development (Gerhart,
1990). Accordingto Hamel and Prahalad (1994), Burke and Day (1986) indicate that
training postivey influencestheleve of performanceof managers. Smilarly, Bartd (1994)
findsthat investment in training boosts employee moral e and increases performance. In
general, training allowsemployees' to acquire greater competenciesthat are needed to
performtheir jobsefficiently and effectively (Harel and Tzafrir, 1999).

PerformanceAppraisal: Employeesdevel op more positive attitudeswhen they receive
favorableoutcomes. For example, theleve of extringcrewards(amount of pay) employees
receive hasbeenfound to be negatively related toturnover level (Harel and Tzafrir, 1999).
Thelevd of socid rewardsindividuasreceive hasa so been foundto positively influence
jobattitudes(Harel and Tzafrir,1999). For instance, thelevel of socid supportindividuas
receivefrom coworkershasbeen shownto positively influencethelr job satisfaction (Jones
and Schaubreock, 2004). Management’ s attempt to implement aclassic control system
for reducing labour costsby unilaterdly increasing performance standardsand maintaining
wagesand benefitsislikely to be met by strong res stance from aunionized work force.
Resistancesintheform of strikes, high grievanceratesand adversarial |abour relations
have been found to be extremely costly tofirmsintermof productivity and quality.

Employee Participation: HR professionals must focus on continuousinnovation by
responding positively to new ideasand constantly keeping track of new trends. Innovative
HR interventions, designed to ensure that people respond spontaneously to thecritical
demand of the organizations, have tremendous potentia to build healthy and successful
organization (Noe, Hollenbeck, Gerhart and Wright, 2007). Today, the organi zationsthat
smply follow thetraditiona approachesto managing people, obsessed with thein-place
HR system that they have, appear to be destined to perform at amediocreleve or worse
(Lengnick-Hall C. and Kengnick-Hall M. 1988). Organizational support isdefined as
“the extent to which empl oyees perceived that the organi zation valued their contribution
and cared about their well-being” (Eisenberger, Huntington and Sava, 1986). The support
that is provided by the organization is directly related to employees performance.
Employees exchange their genuine effort for greater care, concern and support they
received fromtheir organization (Eisenberger, Huntington and Sava, 1986).
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Career Planning: Some studies have reveal ed that devel oping a sense of justice on
empl oyees can increase satisfactory commitment, effort and performance (Folger and
Cropanzano, 1998). According to Chatterjee and Pearson (2000), HR practitioners
currently espouse practicesthat arein keeping with individua want aswell asthefirms
requirement (Chatterjee and Pearson, 2000). Thelogic that the human resourcespolicies
and practicesof afirm haveimplication for the creation of competitive advantage by
providing the organization with aunique source of talent that isdifficult to replicate has
been prevalent for many years (Chatterjee and Pearson, 2000). This view has been
recognized and followed up by academicsand practitioners. For example, Bailey (1993)
arguesthat human talent isoften ‘ under-utilized’ and that organizational effort from
employeesarelikely to provide asource of competitive advantage that cannot be easily
replicated by competitors(Bailey, 1993) Internd |abour marketsthat providean opportunity
for employeesto advance within afirm and team-based production systems (L ocke,
1976) aredl formsof work organizationsthat have been argued to positively affect firm
performance. In addition, it hasbeen argued that the provision of job security encourages
employeestowork harder (Locke, 1976).

Compensation: Industrialists and researchers have been in constant search for factors
that affect employees development (Chatterjee and Pearson, 2000). In hisearly attempt,
Taylor (1911) has suggested prescriptions which looked for the *one best way’ of
development attached to areward package which enabled ‘ economic man’ to maximize
incomeinreturnfor hisgreet effort. Thiswasan early attempt to coupleemployeemoativation
with devel opment (Porter, 1980).

Human Resour ce M anagement and Employees Sustainable Development

Thereationship between Human Resources practicesand employees’ developmentisan
increasingly researched topic in human resource management (Edger and Geare, 2005;
Khaya and Farid, 2015). More specifically, Human Resources M anagement issupposed
to comply withemployees needswhich enhancesfavorable attitudes, and subsequently
leadsto development (Edgar and Geare, 2005). Thissynchronizeswith social exchange
theory (SET) which arguesthat HRM practicesprovides positive and relevant exchange
rel ationshi psamong empl oyees and employer —especially when the needsof individua
workersare considered —to which empl oyeesreciprocate with favourabl e attitudes and
behaviour (Gould-Williamsand Davies, 2005). Guest (2002) hasdemonstrated that the
impact of HRM on employees and organi zational devel opment depend upon responses
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of workerstowardsHRM practices. So, theimpact of HRM practicesmoveinthedirection
of the perception of employees. Qureshi, Tahir, Syed and Mohammad (2007) conclude
intheir study that HRM practicesare positively correlated with employees devel opment
and performance.

OvertheyearsinNigeria, firms performanceespecialy banks, hasbeenimpeded
by low performance and short term collapse or fall ininvestment (Meggision, 1992).
Many investorshave sought asolutionto thisugly situation. Therefore, firmshaveengaged
onseverd organizationa reviewsand x-rayed the problem and theway forward. Existing
Literatures have greatly elicited the tremendous contributions of Human Resources
Management practices on organizations' performance (Agyapomaa, 2011). The
performances of organizations are a reflection of employees development. More
specifically, HRM ishypothesized tofulfill employees needswhich enhancesfavourable
attitudes, and subsequently leadsto theemployees' devel opment and performance (Edger
and Geare, 2005). Nonethel ess, inthe quest to achieve sustainable competitive advantages
inthisturbulent bus nessenvironment, organizationsneed toimprovetheir Human resources
to beacontender. Such improvement requiresan estimation of theindividua significance
of theHRM practicesintermsof their impactson employees devel opment.

METHOD

Thissurvey was conducted to examinetheimpact of human resources management on
banksemployees sustainabledevel opment. The population comprisestheentireworkforce
of the 16 commercid banksoperating in Ado-Ekiti metropolis. Thebranch managersand
two senior officersof thebankswere sd ected using convenient sampling, anon-probabilistic
sampling technique where selection of subjectsare conveniently accessible and their
proximity to the researcher. In summary, 3 respondentswere selected from each bank.
Primary datawere used for theanaysis. Datawere collected through the administration
of structured questionnaire and semi-structured interviews. The questionnaire consists of
30 close-ended questions. The questions measure the employees’ selection, training,
performance appraisal, career planning, participation in decision making about them,
compensation and sustai nable devel opment. Five point-Likert sca e gpproach was adapted
to rate response from respondents. The responseswere rated as Strongly Agree (SA),
Agree(Agree), Neutrd (N), Disagree (D), and Strongly Disagree (SD). Therdiability of
theresearchinstrument wastested using Cronbach’sa pha. Descriptive statistic generated
by SPSSverson 16 wasuse. Thegtatistical analysisincluded regression analysiswhich
was useto determinetherel ationshi p between human resource management (independent
variablesand employees' sustainable devel opment (dependent variable). Thefindings
were presented in tabular formats.
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RESULTSAND DISCUSSION

Table 1 showsthe Cronbach’sa phavaueto be 0.735for theHRM subscale. Thevalue
depictsareasonably reliable subscale. From Table 2, the Cronbach’s alphaval ue of
0.869isindicative of areliable subscale assessing employees sustainable devel opment.
In summary, the Cronbach’s alphatest has shown the 30 questionsin the questionnaire
arereliableand internally consistent, whileeach subscaleisasordiableandinternally
consstent. Intheanalysis, al the banks managersand senior officersresponded tothesix
guestions and their separate responses shows that human resources management has
significant and positiveimpactson employees  sustainability and development. Onthe
question, whether selection positively affectsemployees sustainability development? The
responsesindicatethat selectionispositively re aedto employees sustainabledeve opment
particularly when the sdl ection was done within the due processand principlesof seection.

Onthequestion of training impact on employees  sustainable devel opment, the
respondentsagreethat theemployees perform effectively and efficiently through training
opportunity given to them by the human resources management department. Appraisal
exerciseisanother pointer onthe ability onthejob hitherto performed. It aso point out
where employees’ need to improve upon. That showsthat performance appraisal is
positively relaed toemployees sustainability and devel opment. Theresponsesasoindicate
that every employee aimsat devel oping career by putting up their best in order to be
promoted. Thispointsto thefact that career planning positively related to employees
development. When asked if compensation positively related to employees sustainable
development, they all responded that it encouragesthe devel opment of employeesinan
organization. Thisimplies that compensation relate with employees devel opment.
Compensationisterm assecurity to employees when an organi zation hascompensation
package. Therespondentswerea so asked whether employees' participationindecision
making about them positively related to sustainable devel opment. They indicate that
employees participation in decision making about themincreasestheir self-confidence
andjob satisfaction, hence, it relateswith employees’ sustainable development. Table3
showsthat the computed value of ris0.765, and the p-valueis 0.000, which showsa
significant result. Thisleadstotheregjection of theH, which statestheat thereisno significant
relationship between human resources management and employees sustainable
development. Theresult further indicatesthat thereisastrong rel ationshi p between human
resource management practicesand employees sustainabledevelopment. Thisfindingis
intandemwith theresults of Qureshi, Tahir, Syed and Mohammad (2007), that human
resources management practicesof thefirm arepositively correlated with employees
devel opment and performance.
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Table 1: Reliability statisticsfor HRM subscale.

CaseProcessing Summary
N %

Cases Vdid 48 100.0

Excluded, 0 0

Total 48 100.0
a Listwise deletion based on all variablesin the procedure.
Reliability Statistics
Cronbach’sAlpha N of Items

735 16

Table 2: Reliahility statistics for employees’ sustainable development subscale.
CaseProcessing Summary

N %
Cases vdid 48 1000
Excluded, 0 0
Total 8 1000
a Listwise deletion based on all variablesin the procedure.
Reliability Satistics
Cronbach’sAlpha N of Items
869 14
Table 3: The relationship between human resource management and employees’ sustainable
development
Group Number of Computed  Computed p-value Critical
Respondents  mean (x) r value Decision
Human
Resource
Management 48 341
0.765 0.000 Nil reject H,
Employees
Sustainability
Development 48 317

Source: Survey, 2017
CONCLUSIONAND RECOMMENDATIONS

Itisnoteworthy that intoday’ svolatile and increasingly innovative businessatmosphere,
thisstudy’ soutcome supportsthe conventiona wisdom that employeesarethemost vauable
asset of abusinessand that an effective practice of Human Resources M anagement to
develop and tap thisinva uable potential of employeeswill savethefuture of businesses.
Thesggnificant rel ationship that existsbetween the selected HRM practicesand employees
sustainable development isin support of the varioussimilar studiesand thistherefore
should beindicativeto researchersand bus nesspractitionersacrossboard, not to downplay
theimportance of Human Resources M anagement Practice (HRMP) asastrategic tool
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to achieving comparative advantage.

Based on thesefindings, thefollowing recommendationsare made:

I. Selection of employees should be done according to therulesand ethics of the
business.

. Employees should be provided with adequate and appropriate training and
developmental programmesto enhance sustai nable devel opment for the overal
benefit of theorganization.

il Thebank senior officersshould maintain acontinuousinteractionwith theemployees
by updating them on the bank’s policies, proceduresand decisions. Thisshould
beinaform of interna training programme. M anagement also need to keep the
employeeswdl |- informed on new devel opmentssincewell-informed employees
make sound decisions, remain motivated, productive and feel asamember of
onefamily intheworkplace.

(VA Each bank should have amerit-based motivation system, put in-place good and
fair remuneration and reward system that woul d encourage workersto be much
more motivated to achieve higher level sof performance.

V. Bank management should articulatetheir HRM practiceclearly inacodified form.
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