A PUBLICATION OF THE

DEPARTMENT OF ACCOUNTANCY
FACULTY OF MANAGEMENT SCIENCES,
ENUGU STATE UNIVERSITY OF SCIENCE & TECHNOLOGY

ISSN:2635 - 3679. VOL.2 NO. |, JANUARY - JUNE, 2017




RESEARCH JOURNAL
OF FINANCIAL SUSTAINABILITY
REPORTING (RJFSR)

A Publication of Department of Accountancy,
Faculty of Management Sciences, Enugu State
University of Science & Technology.

ISSN: 2635 - 3679 VOL. 2, NO. 1, JANUARY - JUNE 2017




RESEARCH JOURNAL OF FINANCIAL SUSTAINABILITY REPORTING

(A Publication of Department of Accountancy, Enugu State University of
Science and Technology)

Scope: The journal is an in-house journal of the Department of Accountancy. Tt is peer-
reviewed and published three times a year. Articles are received from areas but not
limited to sustainability accounting, intellectual capital accounting, corporate
governance, environmental accounting and corporate social responsibility.

Vision: To be a leading academic journal in promoting timely and qualitative
knowledge sharing and scholarship on conterporary accounting/financial issues.

Mission: To continuously provide a platform for timely, qualitative and result-oriented

researches on contemporary accounting/financial issues in line with globally accepted
standards.



FROM THE EDITORIAL DESK

The Research Journal of Financial Sustainability Reporting is yet another platform
through which the Department of Accountancy, Enugu State University of Science and
Technology seeks to further expand the frontiers for research, scholarship and
knowledge dissemination in Accounting and related fields. The journal is a peer-
reviewed one and has accepted papers on contemporary accounting/financial issues.
The areas covered are but not limited to sustainability accounting, intellectual capital
accounting, corporate governance, environmental accounting and corpolate social
responsibility.

The papers published in this edition have articulated topical issues in the
aforementioned areas. Articles were also received from diverse tertiary institutions in
Nigeria thereby according the journal a wide coverage. The board immensely
commends the various paper contributors on their commitment to research and
scholarship. These inputs have made this edition a pack very apt for research and thus a
must read.

Thanks immensely,

Uche Lucy Onyekwelu, PhD, ACA Prof C. E. Nwoha
(Managing Editor) (Editor-in-Chief)

iii



ADVISORY BOARD
PROF. B.C. OSISIOMA: Department of Accountancy, Nnamdi Azikiwe University, Awka.

PROF. IFURUEZE M.S.K. IFURUEZE: Department of Accountancy, Anambra State
University, Igbariam, Anambra State. f

PROF. FRED EZEH, Department of Public Administration, Enugu State University of
Science and Technology, ESUT. '

PROF. P.E. EMEKEKWUE, Department of Banking and Finance, Enugu State University of
Science and Technology, ESUT.

PROF. EMMA OKOYE, Department of Accountancy, Nnamdi Azikiwe University, Awka.i

PROF. WILLY UGWUANYI, Department of Banking and Finance, Enugu State University of l

Science and Technology, ESUT. ‘

ASSOCIATE PROF. M. C. EKWE; Department of Accountancy, Michael Okpara University'
of Agriculture, Umudike, Abia State.



ACKNOWLEDGEMENT OF THE EDITORIAL BOARD
‘Editor —in — Chief: Prof. Chike Nwoha, PhD, CNA

|
‘Managing Editor: Uche Lucy Onyekwelu, PhD, ACA

Secretary to the Board:  Ugwu, Kevin O., ACMA, AMNIM, ACE

" Associate Editors:
Prof Austin Uche Nweze, PhD, FCA, JP.
= Prof. Ifeoma M. Okwo, PhD, FCNA, FCTI
Ven. M.C. Ubesie, CNA
Ike I. Okpe, ACMA, ACIT
- Uche Ugwuanyi, PhD, CNA
Inyiama, Oliver, FCA, PhD
Duru, Ann Nwakaego, PhD
Carol N. Nwankwo, PhD, ACA
s Nnado, C. I. PhD, ACA

Department of Accountancy, ESUT
Department of Accountancy, ESUT
Department of Accountancy, ESUT
Department of Accountancy, ESUT
Department of Accountancy, ESUT
Department of Accountancy, ESUT
Department of Accountancy, ESUT
Department of Accountancy, ESUT
Department of Accountancy, ESUT



The Research Journal of Financial Se ‘ t
for consideration and publication in it

gl SHPH0 TH3Ma00

yw]oahmtyuwellmearch articles
2.11 The scope of the journal covers but

not limited to sustainability accou 7 t " accounting, corporate governance reporting,
environmental accounting and cc > Do A g Bimod
Template for Paper Submissi _ o
1. The author(s) should give s thus: Name of Author(s), Institutional Affiliation,
E-mailm-‘- A Gt A4 G sxo -
2.  Topic of pa st pot ex - - AR ;
3 " Aberece THEDNS s AN £
4. Font Size: 12y B A
5. Papershdiil‘w FEr)
6.  Paper sh - ; of Related Literature, (3)
© Methode | Recommendations.
1' - -..‘ [}
Ll
A (No.) Page.
, MC. ). Effect of intellectual capital on
financial performance of firms in Nigenia, Re: sability Reporting 1(1)1-5.
Or for citation in a Textbook:
Onyckwelu, L.U. (2015). Firm foundation in M research. Enugu: His Glory
Publications.
8. The full paper including the abstract should not exceed 15 pages.
9. Authors must own the first copyright to their paper(s). This m the author(s) is responsible for

obtaining the needed authorizations on any material(s) referen: ‘ 3 - paper.
» Only papers that meet the above criteria will be ace

Il
» Contributor(s) will be communicated within one we&-wmy or order wise of the
paper(s) submitted. '

The Soft Copy of the Full Length Paper should be sent to: editorejeesutagmail.com

For more Enquiries,
Contact:

Uche Lucy Onyekwelu, PhD
Managing Editor.

Mobile No: 0803-336-6045

vi



LIST OF CONTRIBUTORS

1. Ikenna Jude Ezeudu, PhD.
Associate Professor of Banking and Finance, Department of Banking and Finance, College of Management
Sciences, Michael Okpara University of Agriculture Umudike, Abia State, Nigeria.

2. Sergius Nwannebuike Udeh, PhD
Department of Accounting and Finance, Godfrey Okoye University, Enugu, Enugu State, Nigeria.

3. Akhalumeh, Paul, PhD
Department of Accountancy, Auchi Polytechnic, Auchi, Edo State, Nigeria.

4. Ofel. Inua, PhD
Department of Financial Studies, National Open University of Nigeria, Nigeria.

5. Okoh, Johnson Ifeanyi, PhD -
Department of Financial Studies, National Open University of Nigeria.

6. Agbadua, Oyakhiromhe Bamidele, PhD
Department of Banking and Finance, Federal Polytechnic, Auchi.

7. Okoughenu, Sunday Azeita, PhD
Department of Accounting, School of Business and Management Sciences, Igbinedion University Okada,
Edo State, Nigeria.

8. Onyekwelu, Uche Lucy, PhD
Department of Accountancy, Faculty of Management Sciences, Enugu State University of Science &
Technology, ESUT. Enugu State, Nigeria.

9. Mbah, Chris C,, PhD
Department of Marketing. Faculty of Management Science, Enugu State University of Science and
Technology, Enugu State, Nigeria.

10. Onwuka, Ifeanyi Onuka, PhD
Department of Accounting & Finance, Godfrey Okoye University Thinkers Corner, Enugu State, Nigeria.

11. Michael Irabor Ibiezugbe, PhD
Department of Social Work, Faculty of Social Sciences, University of Benin, Benin City.

12. Omesi, Israel, PhD
Department of Accounting, Faculty of Business Studies, Ignatius Ajuru University of Education,
Rumuolumeni, Port Harcourt, Nigeria.

13. Nwankwo, S.N.P., PhD
Department of Banking and Finance, Enugu State University of Science and Technology.

14. Agu, Bertram 0., PhD
Department of Banking and Finance, Enugu State University of Science and Technology.

vii



15

16.

4.

18.

19.

20.

21.

22,

23,

24,

2%

26.

27

28.

29.

Ebieri Jones, PhD

Department of Accounting, College of mm Michael Okpara University of Agriculture,
Umudike, Abia State,

Uloma A. Onoh, PhD

Department of Banking and Finance, Collcpmm, Michael Okpara University of
Agriculture, Umudike, Abia State.

Gospel J. Chukwu, PhD
Department of Accountancy, Ken Saro Wiwa Polytechaic. Bori, Rivers State, Nigeria.

Aun Isaac lortimbir, PhD
Department of Business Administration, University of Borin. Borin, Kwara State, Nigeria.

~

Oyedokun Godwin Emmanuel, PhD N
Department of Accounting, Faculty of Administration. Nasarawa State University, Keffi Nasarawa State,
Nigeria.

Onodi, Benjamin Ezugwu, PhD
Department of Accounting, Michael Okpara Wr, Umudike.

Umezuruike Innocent
Department of Banking and Finance, Department of Basking and Finance, College of Management
Sciences, MwhaelOkpanUmvaﬂyofwMNngem

John Onyemaechi Odoh, ACA
Department of Accounting and Finance, Goﬁth“hiy, Enugu, Enugu State, Nigeria.

Anichebe, Alphonsun S.,
Department of Accountancy, Chukwuemeka Odumegwe University, Anambra State, Nigeria.

Ohaegbu, Onuwabuchi Kingsley,
Department of Accountancy, Federal College of Agriculture, Ishiagn Ebonyi State, Nigeria.

Agbagbara, Eseoghene Omiunu
Department of Accountancy, Chukwuemeka Odumegwu University, Anambra State, Nigeria.

Ehimi, Celestina
Department of Accountancy, Auchi Polytechnic, Auchi, Edo State, Nigenia.

ity

Emodu, Michael
Department of Basic Sciences, Auchi Polytechnic, Auchi, Edo State, Nigeria.

Anidiobu, Gabriel A.
Department of Banking & Finance, Enugu State University of Science & Technology, Enugu.

Ayogueze, Nkechi F.
Department of Banking & Finance, Enugu State University of Science & Technology, Enugu.

viii



30.

31.

32.

33.

34,

35,

36.

37.

38.

39,

40.

41

42,

43.

44,

Eze, Jude
Department of Marketing, Enugu State University of Science & Technology, Enugu.

Onu, Abara
Department of Business Administration and Management.

Ephraim, Augustine M.
Department of Business Administration and Management.

Orumah, Oberhiri G.
Library Department, Federal Polytechnic, Ekowe, Bayelsa State.

Ehiagwina, Anthony Idialu
Department of Financial Studies, National Open University of Nigeria, Lagos.

Ugwuene, Rosemary
Department of Accountancy, Faculty of Management Sciences, Enugu State University of Science and
Technology, Enugu.

Agbo, Blessing Onyinye
Department of Accountancy, Faculty of Management Sciences, Enugu State University of Science and
Technology, Enugu.

Uwakwe, Queen C.
Department of Economics Godfrey Okoye University, Enugu.

Olajide-Arise Temi

School of Management Sciences, Coordinator Entrepreneurial and Business Management, National Open

University of Nigeria.

Edeh, Chukwudi Emmanuel
Department of Economics, Enugu State University of Science and Technology, Agbani, Enugu State.

Obi, Amara
School of General Studies, Department of Social Sciences, Federal Polytechnic Okoh, Anambra State.

0bi, Cyril Ogugua

Department of Economics, Chukwuemeka Odumegwu University, Igbariam, Anambra State.

Ogadu, Okuomose Sunday
Finance and Account Department, Edo State Urban Water Board, Benin City, Nigeria.

Igbineweka, U. Augustine
Director of Finance and Account, Office of the Deputy Governor, Governor’s Office, Benin City, Edo
State, Nigeria.

Anionwu, Carol
Department of Business Administration, Faculty of Management Sciences, Cross River University of
Technology, Ogoja, Cross River State, Nigeria.



arr. Bertha Nnenna Otunta
epartment of Business Administration, College of Management Sciences, Michael Okpara University of

griculture Umudike - Abia State.

sogwa, Joseph Okechukwu
iepartment of Accountancy, Faculty of Management Sciences, Enugu State University of Science and

echnology, Enugu State.

irdu, Promise A.
ost Graduate School, Department of Accounting, Faculty of Business Studies, Ignatius Ajuru Univer

‘ducation, Rumuolumeni, Port Harcourt, Nigeria.

sity of

lekpen, Euodia Okhaware
department of Business Administration, Faculty of Management Sciences, University of Benin.

'sibor, Felix Osaiga
Department of Business Administration, Faculty of Management Sciences, University of Benin.

Nosakhare, Stephanie Otoghile

Department of Business Administration, Faculty of Management Sciences. University of Benin.

Akparhuere, Godwin Oghenekohwo
Department of Accountancy, Federal School of Statistics, Enugu.

Emejulu, Calistus Emeka
Agricultural Transformation Agenda Support Program Phase 1, South-East. South-South, and South-West

Nigeria.

Okeke-Muogbo, Gloria Nneka
Accountancy Department, F ederal Polytechnic, Oko, Anambra State.

Egbuhuzor, Celestine A.
Department of Accountancy, Ignatius Ajuru University of Education, Port Harcourt, Nigeria.

Olota, Oluwayomi Omotayo
Department of Business Administration, University of lorin, llorin, Kwara State, Nigeria.

_ Odunko, Chinwe S.
Department of Accountancy, Facul
Technology, Enugu State.

ty of Management Sciences, Enugu State University of Science and

. Godwin, Chioma Mine
Department of Accounting, Michael Okpara University of Agriculture, Ummndike

t. Ebe, Emmanuel Chukwuma

Department of Accounting, Michael Okpara University of Agriculture, Umnachke



CONTENTS

Intermediation Functions of Finance Companies and Economic Growth - - -
Ezeudu, Ikenna Jude & Umezuruike Innocent

Forensic Accounting in Fraud Detection in Nigeria - - - - - -
Sergius Nwannebuike Udeh & John Onyemaechi Odoh

Effect of Non-Oil Revenue on The Performance of Nigerian Economy - - -
Anichebe, Alphonsun S., Ohaegbu, Onuwabuchi Kingsley, & Aghagbara, Eseoghene Omiunu

Financial Leverage and Performance in Nigeria: Empirical Evidence from Non-Bank Sectors -
Akhalumeh, Paul Benign, Emodu, Michael & Ehimi, Celestina

Is Bureau De Change an Indispensable Segment of Foreign Exchange Market in Nigeria? -
Anidiobu, Gabriel A., Ayogueze, Nkechi F. & Eze, Jude

Empirical Analysis of E-Learning Education in Public Tertiary Institutions in Bayelsa State -
Onu, Abara; Ephraim, Augustine M; Orumah, Oberhiri G.

Corporate Governance and Asymmetric Information in Cement Manufacturing Companies in
Sub-Sahara Africa - - - - - - - = - A
Ofe I. Inua

Gauging The Effect of ICT on the Performance of Deposu Money Banks in Nigeria: Panel
Data Evidence - - - ¢ .
Okoh, Johnson Ifeanyi; Agbadua Oyakhiromhe Bam:de!e, & Ehragwma Anthony Idialu

Effect of Human Capital on Profitability of Brewery Firms in Nigeria - - -
Ugwuene Rosemary, Agbo Blessing Onyinye & Uwakwe, Queen C.

Job Satisfaction, An Engine for Employees Productivity (A Case Study of Access Bank
Nigeria Plc) - - - - . - + . g %
Olajide-Arise Temi

Impact of Education Spending on Poverty Reduction in A Democratic Dispensation in
Nigeria - - - - - - - - - - -
Edeh, Chukwudi Emmanuel; Obi, Amara & Obi, Cyril Ogugua

Corporate Characteristics and Earnings Quality in Nigerian Listed Companies - -
Ogadu, Okuomose Sunday; Okoughenu, Sunday Azeita & Ighineweka, U. Augustine

Effect of Training and Development on the Performance of Hotels’ employees in Ogoja Local
Government Area - - - - - . . . = A
Anionwu Carol

Effect of Triple Bottom Line Accountmg on the Financial Performance of Conglomerate
Companies in Nigeria - i L
Asogwa, Joseph Okechukwu & Onyekwe!u Uche Lucy & Odunko Chmwe S

Xi

18

27

39

53

77

94

107

115

125

139



Human Rights/Women Rights and Nigerian Domestic Laws - - - -
Bertha Nnenna Otunta

Market Offering Extension — The Study of Star Lite Beer of Nigeria Breweries Plc - -
Mbah, Chris C. & Onwuka, Ifeanyi Onuka

Promiscuity Among Students in University of Benin Corridor - - - - -
Michael Irabor Ibiezugbe

Effect of Tax Avoidance on the Financial Performance of Quoted Manufacturing Firms in
Nigeria - - - - - - - - - - -
Ordu, Promise A. & Omesi, Israel

Undergraduate Students’ Perception and Attitude Towards Library Services in Nigerian
Universities - - - - - - - - - E -
Nekpen Euodia Okhaware; Felix Osaiga Isibor, & Nosakhare Stephanie Otoghile
Effect of Working Capital on Performance of Manufacturing Companies in Nigeria -

Akparhuere Godwin Oghenekohwo & Emejulu Calistus Emeka

Effect of Firm Size on Dividend Payout of Companies Quoted in the Nigerian Stock

Exchange - - -
Okeke-Muogbo, Gloria Nneka

Implications of Oil Price Drop on Sustainable Economic Growth and Development in Nigeria -

Agu, Bertram O. & Nwankwo, S.N.P.

Empirical Analysis of the Effect of Exchange Rate Variability on Economic Growth of
Nigeria (1986-2014) - - - - - - . g . .
Ebieri Jones, & Uloma A. Onoh

Tangible Assets and Corporate Performance: Evidence from the Manufacturing Industry in

Nigeria - - - - - - - - 2 - X -
Gospel J. Chukwu & Celestine A. Egbuhuzor

Human Resource Strategy and Production Management: A Resource Based View

Approach - - - - - - - - - - -
Olota Oluwayomi 0.; Aun Isaac lortimbir & Oyedokun Godwin E.

Effect of International Financial Reporting Standards (IFRS) on Profitability of Small and

Medium and Enterprises in Nigeria - - - - - - _
Godwin, Chioma Mine; Onodi, Benjamin Ezugwu; & Ebe, Emmanuel Chukwuma

xii

162
171

188
197

208

219

233

243
259
271
278

290



Research Journal of Financial Sustainability Reporting, Vol. 2, No 1, Jan.-June, 2017
Department of Accountancy. Enugu State University of Science and Technology.

HUMAN RESOURCE STRATEGY AND PRODUCTION MANAGEMENT: A
RESOURCE BASED VIEW APPROACH
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Abstract: In view of the present recession around the world, it is important for an organisation to review it human
resource strategies and identify how to apply these strategies to production. This research adopted a survey research
design. Simple random sampling technique used to select 100 staff of the production department and human resource
department in LUBCON Nigeria Ltd. Questionnaires were used as the instrument of primary data. Data were analysed
using regression analysis and correlation which revealed that job design has a positive impact on the production
process with a significance level of 0.00 which is less than 0.05 and R? value of 0.784, also that there exists a strong
relationship between labour planning and production function with a significance level of 0.00 which is also less than
0.05 and finally the study finds out that labour standard has a huge impact on the productivity of employee with 2
significance level of 0.05 and R? value of 0.769. The research findings indicated that proper job designs, effective
labour planning and labour standard by the strategic human resource manager will improve the various production
process, production function and increase employee productivity. Job design, labour planning and labour standard as a
dimension of human resource strategy if properly annexed will lead to job enlargement, job enrichment of employees,
optimal utilization of their ability among others. ¥

Keywords: Employee productivity, job design, labour standard, labour planning, production process.

Introduction
Among the many resources of an organization, human resources are regarded as one of the most importam
resources of today's firms (Lance, 1994). So, for an organization to create and sustain competitive advanta
the organization must review their corporate mission and realign their strategic goals of fitting the changing
business environment. The various strategic programs organized by organizations to boost corporate
performance explore the powerful performance management systems that successful organizations use i
compete successfully in a rapidly changing global economy (Boxall & Purcell, 2003). The importance attach
to human resources management in the recent economy and business reality is more than other organization's
resources because these people determine the capability of an organisation to utilized this other resource in the
organization, create competitiveness and realize their objectives. The realization of the expectations of
employees will enable the desired behaviour of employees in the organization (Guest, 1987). The outcomes
desired by the organisation in managing their human resource are among the following skilfulness, collaboration
of employees with managers, team spirit among employee, development of expertise; motivation, commitment
and work engagement and positive attitude toward work.

Previous research has focused more on the relationship between Strategic Human Resource Managemen

(SHRM) practices and production management. The argument of the previous research on this is that both
capital and technology are becoming less effective in maintaining a competitive advantage because they can
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easily imitate by other organization. Human resource is claimed to possess a competitive advantage that is very
challenging to duplicate by competitors and hard to substitute even within the same organization. Therefore,
Strategic HRM can be used by organizations to create and sustain valuable competitive advantage that will have
a significant impact on production management in an organisation. A great sum of research have actually
established that SHRM practices, either individually or as a system, are associated with higher levels of
performance (see, Huselid, 1995; Huang, 1998; Dimba and K’Obonyo, 2009; Abdulkadir, 2009). However,
these studies have also suggested that certain types of HRM practices are more effective than others (Pfeffer,
1994; Huselid, 1995). For instance, organizations that practice innovative recruitment and selection systems
should have more engaging, efficient and committed workforce than organizations that do not. However, there
are other views that believe that the efficacy of HRM practices is dependent on other dynamics such as
organizational climate, culture, competitive strategies e.t.c. According to this argument, HRM practices that
enhance the knowledge, skills, ability and motivation of employees would have a greater impact on performance
if the organization is using a strategy that requires highly skilled and motivated employees (Neal, West and
Paterson, 2005).

The quality and quantity of the product, the efficiency of the workforce in term of their engagement and
commitment are also affected by an organisation’s HR strategy. MacDuffie (1995) argued that HR strategy has a
strong positive impact on labour productivity (the number of employee hours required to assemble a vehicle)
and on quality (the number of customer-reported defects of the automobiles produced). In the same vein,
Ichniowski (1997) also argued that HR strategies associated have a greater percentage of “uptime” on
production. HR strategies are also related to innovation, quality, workers’ compensation costs and shrinkage
(Collins and Smith, 2006). But this conclusion is not universal because another scholar like Capelli and
Newmark (2001) and Guest (2003) see no connection between the two variables.

In view of the present situation around the world, where there are rapid destructive innovations and immensely
competition, it is very germane that organization should revaluation their human resource strategies to fit in
these challenges. Conventionally, the duty of the human resource manager has been concentrated on
recruitment, selection, orientation, training, job analysis and evaluation, labour relations, appraisal exercise etc.
this is the ideas that are imported from the transition from personnel management to human resource
management but in the recent times some difficulties such as productivity improvement, quality of work life,
health and safety at work, labour dissatisfaction at work have change this conventional duty of human resource
manager. Organizations now focus on improving their productivity in order to strengthen the economy and also
for the betterment of both management and employees because both are seen as a partner in progress in a new
era. .

It is very important for an organization to implement health and safety policies at work environment in order to
minimize the likelihood of accident and injuries. There are many challenges at the workplace that lead to
employee dissatisfaction which include job design, labour planning and standard of Labour. The job design in
the most organization in a developing country, especially in Nigeria, does not reflect the realities of this
generation. Most workers in the present generation want to participate in their job design in order to make it
flexible. Also, there is a growing concern about labour planning method in most organization. Most organization
adopt a top-down approach to their labour planning instead of a bottom-up approach that will facilitate input
from those that will carry out the operation. The level of labour standard in the most manufacturing organization
is very poor because of the ‘evel of unemployment in this developing country, there is lack of concern by the
government for the standard labour being maintained in this different organization.

Consequently, these above challenges have impacted the organization production process, production function
and also overall employee productivity. Some of these difficulties are related to workers’ resistance to change
and this is hindering them from achieving their set organizational goals.

Hence, the following questions are raised:

# How can job design impact production process?
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v 3 To what extent is the relationship between labour planning and production function?
3. What is the impact of labour standard on employee productivity?

Literature Review

Conceptual Framework
The strategy is derived from the Greek word “Strategus™ means “commander in chief” and first time used &
English in 1656. The development and usage of the word suggest that it is composed of Stratos (army) and agas
(to lead). In a management context, the word 'strategy' has now replaced the more traditional term long-term
planning' to denote a specific pattern of decisions and actions undertaken by the upper echelon of the
organization in order to accomplish performance goals. Wheelen & Hunger (1995) have defined the strategic
management as “a scries of managerial decisions and acts which determine long-term performa
organization”. Hill & Jones (2007) point of view, strategy means “organization act for achieving sup
performance”.

Strategic human resource management is in its developing stage which has generated a lot of argument 2
different scholar of management. So, it is difficult to determine any clear frame for updating and optimization
distributed models therein (Azmi, 2011). This type of management based on the fact that the organization cou
perform optimally if its human resources were managed with policies of human resources and its functions sue
as a number of personnel with appropriate behaviour, required skills and a good level of needed motivation
the organization (Nemli, 2010). Strategic human resources management provides relatively new informatie
about human resources management. Human resources management has blended with the role human reso
management system played in organizational productivity and centralized especially on the adjustment
human resources for obtaining a competitive benefit. Organizations are going to be aware of the fact th
successful policies of human resources and their functions could improve their performances in the fields
productivity, quality and financial benefits (Namli, 2010). -

Strategic human resources management based on the hypothesis that optimal process of human reso
management has the capacity to cooperate significantly in organization optimization and this optimizatic
brought up in sectors such as productivity and effectiveness of the organization, compatibility with &
conditions, capital return, competition and finally profitability (Stanton & Nankervis, 2011). Human Resoure
strategy means a system of human resource practices for a particular job or collection of jobs aimed at the be
employee performance possible to meet the firm’s ultimate goals. This definition of Human Resource strateg
emphasizes the system of Human Resource practices, because it is the broad array of practices that matter
terms of employee performance not individual tests, recruiting or interview techniques, for example (Wik
2016).

It is very paramount to know that the way and manner in which organization design their Human reso
strategies differ because it is based on the type of job and the focus of the organization generally. For instane
the way firms manage their clerical workers is the difference from the way they manage their senior executive
because cach group is recruited differently, is selected according to different criteria, attends different trainisy
programs and is paid differently. Also, if an organization focused on customer service, the organization need

build customer service skills and behaviours into all customer-oriented jobs, but the specific strategy fa
recruitment, selection, training and rewards for a receptionist will be different from those of a purchasisg
manager. Finally, the best HR strategies always stay focused on getting the best performance from employee
Usually, this means getting employees to Have something (skills, competencies, abilities); Feel somethis
(commitment, engagement, motivation); and Do something (come to work, be productive, serve customers, as
stay with the organization) (Armstrong, 1994).

Strategic human resources management (SHRM) is the comprehensive set of managerial activities and tas
related to developing and maintaining a qualified workforce. This workforce contributes to organization:
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effectiveness, as defined by the organization’s strategic goals. Strategic human resource management occurs in a
complex and dynamic environment within the organizational context. A significant trend today is for human
resourcc managers to adopt a strategic perspective of their job and to recognize critical links between
organizational and human resource strategies (Fottler, Khatri, & Savage 2010; Mathis & Jackson 2008; Pfeffer
2005).

Strategic human resource management focuses on actions that differentiate the firm from its competitors
(Purcell, 1999). It is suggested by Hendry and Pettigrew (1986) that it has seven meanings: The use of planning;
A coherent approach to the design and management of personnel; Systems based on an employment policy and
workforce strategy; Often underpinned by a “philosophy”; Matching human resource management activities and
policies to some explicit business strategy; Seeing the people of the organization as a strategic resource; and
Achievement of competitive advantage (Armstrong, 2006).

Strategic human resource management has a clear focus on implementing strategic change and growing the skill
base of the organization to ensure that the organization can compete effectively in the future (Holbeche, 2004).
Strategic human resource management facilitates the development of a human capital that meets the
requirements of business competitive strategy so that organizational goals and mission will be achieved (Guest,
1987). The strategy of human resource management is an integral part of business strategy and the main focus of
this strategy is to achieve organizational objectives. So, strategy then is a set of strategic choices, some of which
may be formally planned. It is inevitable that much, if not most, of a firm’s strategy, emerges in a stream of
action over time (Boxall & Purcell, 2003).

Dimensions of the Human Resources Strategy

Acknowledging the constraints imposed on human resources strategy, we need to look at three distinct decision

areas of human resources strategy and they are: (Adeyemi, 2001)
Labour Planning: Labour planning in determining staffing policies that deal with (i) employment
stability and (ii) work schedules.
Job Design: Job design is specifying the tasks that constitute a job for an individual or a group. A job
consists of a variety of tasks; a task consists of a number of elements, and an element consists of micro-
motions. Job design will be examined from the perspective of four components: Job specialization and
environment; Psychological components; Ergonomics and work methods; and Motivation and incentive
system.
Labour Standard: Labour standards help us specify the labour required for given levels of production
once jobs have been defined. We establish labour standards via Historical data; Work sampling; Method "
time measurement; and Stopwatch standards

Production Management
Production is defined as “the step-by-step conversion of one form of material into another form, through the
chemical or mechanical process to create or enhance the utility of the product to the user.” This production is a
alue addition process. At each stage of processing, there will be a valuable addition. (Rowbotham, 2005).
uffa (1980) defines production as a process by which goods and services are created’. Some examples of
oduction are manufacturing custom-made products like boilers with a specific capacity, constructing flats,
me structural fabrication works for selected customers, etc., and manufacturing standardized products like car,
s, motorcycle, radio, television, etc.

oduction management is the process, which combines and transforms various resources used in the
duction subsystem of the organization into value-added product/services in a controlled manner as per the
plicies of the organization. Therefore, that part of an organization, which is concerned with the transformation
a range of inputs into the required (products/services) having the requisite quality level (Galloway, 2005).
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Production management is a part of business management. It is also called "Production Function." Production
management is slowly being replaced by operations management.

The application of management to the field of production has been the result of at least three developments:

(Englestead, 1979)

(1) First is the development of the factory system of production. Until the emergence of the concept of
manufacturing, there was no such thing as management as we know it. It is true that people operated the
business of one type or another, but for the most part, these people were owners of the business and did
not regard themselves as manager as well,

(ii) Essentially stems from the first, namely, the development of the large corporations with many owners
and the necessity to hire people to operate the business,

(111) Stems from the work of many of the pioneers of scientific management who were able to demonstrate
the value, from a performance and profit point of view, of some of the techniques they were developing.

It can be argued that it is impossible to put a boundary between the beginning and end points of Production
Management in an establishment, this is because 1t is intertwined with other functional areas of business, viz,
marketing, finance, industrial relation policies etc. i

Alternately, Production Management is not independent of human resource, marketing, financial and personne!
management due to which it is very difficult to formulate some single appropriate definition of Production
Management.

The following definitions try to explain the main characteristics of production management: Brech (2002):

In the words of Brech (2002): Production Management is the process of effective planning and regulating the
operations of that section of an enterprise which is responsible for the actual transformation of materials into
finished products.” This definition limits the scope of production management to those activities of an enterprise
which is associated with the transformation process of inputs into outputs. & the definition does not include the
human factors involved in a production process. It lays stress on materialistic features only.

Production Management deals with decision-making related to production process so that the resulting goods
and services are produced in accordance with the quantitative specifications and demand schedule with
minimum cost.

Production Management is a set of general principles for production economies, facility design, job design.
schedule design, quality control, inventory control, work study and cost and budgetary control. This definitios
explains the main areas of an enterprise where the principles of production management can be applied. This
definition clearly points out that production management is not a set of techniques. (Brech, 2002)

It is evident from the above definitions that production planning and its control are the main characteristics
production management. In the case of poor planning and control of production activities the organization
not be able to attain its objectives and may result in loss of customer’s confidence and retardation in the pro
of the establishment.

The relationship between Human Resource Strategy and Production Management

The objective of human resource strategy is to manage labour in an effective way and design job to be d
recognizing labour as an important factor in production management. How well a firm manages its hu
resources strategy ultimately determines its success. The production management activity has a large role to p
in achieving human resource strategy objectives. The first objective is to achieve efficient use of h
resources within the production function; this is often a major goal of a firm because production is usually
function with the highest labour cost, and labour is often the large part of the total cost of the product.
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second objective is the design of jobs that are effective, safe and provide a reasonable quality of work life for the
employee in an atmosphere of mutual respect, (Adeyemi & Badmus, 2001).

Further, the fundamental function in production management is organizing work. This required the manager to
design jobs, establish job standards, and perform work measurement. In practice, method analysis (job design) is
followed by work measurement (establishing the job standard through measurement). The day-to-day activities
of organization involved in production require the use of the strategic human resource to fully utilize the
availability of capable and skilled labour. Human/Labour performance is crucial to productivity which is crucial
to the overall organizational performance. No organization functions well without work-force/ labour and do not
function well without the proper design of jobs and planning for labour. How the production manager structures
it human resource strategy determines what labour is available for production and how they are planned for,
(Adeyemi & Badmus, 2001). Production management policies can only be carried out by people and the
strategic human resource management activities are most effective to foster the people doing the organisational
critical task (i.e production), (Adeyemi & Badmus, 2001).

Theoretical Framework

Many theories have been propounded by academicians, researchers and even scholars on the subject matter,
“strategic human resource management”. In this study, the theories reviewed were Resource-Based View
(RBV), Contingency Approach, Behavioral Approach, Two-way Vertical Fit, and the Horizontal Fit. However,
for the purpose of this study, the resource-based view is adopted because it has proven to be integral to the
conceptual and theoretical development of human resource strategy and it explains and predicts the relationship
between the particular resources of a firm and sustainable competitive advantage by performance.

Resource Based View (RBV)

One of the major areas of theoretical development in strategic human resource management is associated with
the resource-based view (RBV) of the firm. Barney, (2001) mentioned that in the strategic management
literature, resource-based view (RBV) is currently receiving a significant amount of attention. “Resource-based
view has proven to be integral to the conceptual and theoretical development of the strategic human resource
management literature” (Wright, McManan, and McWilliams 2001) have explained further the evolution of the
Resource-based view (RBV) based strategic human resource management began when human resource
researchers recognized that RBV provides an explanation of the relationship between human resource practice
and competitive advantage. RBV essentially explains and predicts the relationship between the particular
resources of a firm and sustainable competitive advantage by performance-related outcomes (Armstrong &
Shimizu, 2007).

According to them some of the resources are brand names, employment of skilled personnel, machinery etc.
Barney (2001) have mentioned that these resources as bundles of tangible and intangible assets, including a
firm’s management skills, its organizational processes and routines, and the information and knowledge.
Resources are important to the organizations since they are valuable, rare, costly to imitate, and non —
substitutable (Armstrong and Baron, 2007). Also, they further explained that valuable, rare, costly to imitate,
and non —substitutable resources can be a source of sustained competitive advantage to the extent that there are
no strategically equivalent resources (Armstrong and Baron, 2007). There are empirical strategic human
resource management studies that have used the RBV as the basis for exploring the relationship between a
human resource and firm performance and it has significantly and independently influenced the field of strategy
and strategic human resource management (Wright et al., 2001).

pirical Framework
imba and K’Obonyo (2009) in Kenya investigated the nature of the effect of SHRM practices on
anizational performance. The study sought to determine whether the effect of human resource management
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practices on organizational performance is direct or indirect through employee motivation and whether
employee cultural orientations moderate the relationship between strategic human resource practices and
employee motivation. 50 multinational manufacturing companies in Kenya were sampled. Onc HR manager, 2
line managers and 3 employees from each organization were chosen for the survey. The study adopted the
measures developed by Hofstede and Huslid. Using regression analysis, the results indicate that all the variables
of SHRM practices, except practices and firm motivation did not depend on employee cultural orientations when
cultural values were considered; motivation mediated the relationship between SHRM practices and firm
performance and motivation affected firm performance.

Adeyemi and Badmus (2001), carried out a study to ascertain Human Resource Strategy on Operations
Management. The first Objective of the study was to achieve efficient use of human resources within the
operations function. This is often a major goal of a firm because operations are usually the function with the
highest labour cost, and labour is often the large part of the total cost of the product. The second objcctive was
the design of jobs that are effective, safe and provide a reasonable quality of work life for the employee in an
atmosphere of mutual yespect. They concluded that the way and manner in which an organisation manages its
human strategy ultimately determine its success. It was also asserted that production management has a large
role to play in achieving human resources objectives.

Karlson and Ahlstrom (1996) in their publication Action Research in Production Management, examined the
implementation process when implementing lean product development. Lean product development offers the
potentials for faster product development with fewer engineering hours, improved manufacturability of
products, higher quality products, fewer production star-up problems, and faster time to market, so improving
the likelihood of market success. Over two years observing and facilitating one company’s efforts to make this
transition that was able to identify various factors that either hindered or supported the implementation of lean
production management.

Methodology

Survey research design is adopted for this study; thus primary data were collected to investigate the research
questions. The population of this study consists of the management and staffs of LUBCON Oil Group in Ilorin.
Kwara State, Nigeria. The total population under study is 132 as at 2018, comprising the Human Resources
Strategy department and Production department.

The sample size was determined by Guilford and Flruchter (1973) formula for estimating sample size and was
calculated to be 100 staffs. A simple random sampling technique was adopted to select the 100 staffs through
the list of staff collected from the companies which served as the sampling frame.

The questionnaire was used as an instrument of data collection. Copies of the questionnaire were directly
administered to the sample size by the rescarchers; those that are not concerned with production activities and
human resources management were excluded from the list.

Dependent variable
Production management was used as the dependent variable. This was measured through the productios

management proxy which includes production process, production function and employee productivity.

Independent Variables

The proxy that was used to measure the strategic human resources management is job design, labour pla
and labour standard. These are the dimension of strategic human resources management used by Adey
(2001). So, this research adopted the same dimension for strategic human resources management proxy.
Method of Data Analysis

Basically, both descriptive and inferential tools of statistical analysis were uscd to analyse data. The
obtained from the respondent through questionnaire was be analysed in frequency tables, simple percenta
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and tested with the aid of the Statistical Package for Social Sciences (SPSS). The hypotheses were analysed
using Correlation coefficient. Pearson Product Moment Correlation Coefficient (PPMCC) and Linear
Regression model to test the hypothesis at a 0.05 level of significance with the aid of Statistical Package for
Social Science.

Data Presentation, Analysis and Findings

Table 1: Model summary of job design and production process

Model |R R Square | Adjusted R Square Std. The error of the Estimate
1 .885* 784 782 1.50572

g. Predictors: (Constant), Job Design
Source: Author’s Computation (2018)

Table 1 above shows the model summary. It shows how much of the variance in the dependent variable
. (production process) is explained by the independent variable (Job Design). In this model, the value of R square

is 0.784. When cxpressed as a percentage, it shows that Job Design accounts for 78.4% of variances in the
]. production process while the remaining 21.6% is due to the other variable that is not included in the model. This
means that the regression (model formulated) is used in making a prediction since the value of the R’is close to

Table 2 Coefficients® of job design and production process

Model Unstandardized Coefficients | Standardized Coefficients | T Sig.
B Std. Error Beta

1  (Constant) |1.027 371 2.772 007

Job Design |.730 039 885 18.855 .000

a. Dependent Variable: Production Process
Source: Author’s Computation (2018)

Table 2 shows how Job Design contributed to the prediction of the Production Process. The beta is 0.885 and p-
value of 0.000 lesser than 0.05% which is the critical value. This implies that Job Design is accumulated to 88.5
9, of Production Process and since the p-value which is 0.000 is lesser than 0.05, therefore, we conclude that Job
Design has a positive impact on Production Process. The Coefficients value for Job Design which is 0.730 also
reveals that Job Design has a positive impact on Production Process because a unit increase in the Job Design
will bring about a 0.730 increase in Production Process.

Table 3 Correlations of labour planning and production function

Labour Planning Production Function
Pearson Correlation | 1 D37
Labour Planning Sig. (2-tailed) 000
N 100 100
Pearson Correlation |.937 1
Production Function Sig. (2-tailed) .000
N 100 100

Source: Author’s Computation (2018)

The result displayed above in table 3 shows that there is a significant relationship between the dependent
yariable (production function) and the independent variable (Labour Planning). The Pearson correlation value of
0.937 implies a very strong relationship. The level of significance is also 0.000 which is less than 0.05, hence,
¢ relationship between labour planning and production function is significant.
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Table 4 Model Summary of labour standard and employee productivity

Mod |R R Square Adjusted R Square Std. The error of the Estimate
el
1 877° 769 .766 1.44449

a. Predictors: (Constant), Labour Standard
Source: Author’s Computation (2018)

Table 4 above shows the model summary of labour standard and employece productivity. It shows how much of
the variance in the dependent variable (employee productivity) is explained by the independent variable (Laboss
Standard). In the model, the value of R square is 0.769. When cxpressed as a percentage, it shows that Laboss
Standard accounts for 76.9% of variances in employee productivity while the remaining 23.1% is due to the
other variable that is not included in the model. This means that the regression (model formulated) is used =

making a prediction since the value of the R?is close to 1.

Table 5 Coefficients of Labour standard and employee productivity

Model Unstandardized Coefficients | Standardized Cocfficients T Sig.
B Std. Error Beta

1 (Constant) 1.297 300 - 4325 000

Labour Standard | .818 .045 877 18.044 000

a. Dependent Variable: Employee Productivity
Source: Author’s Computation (2018)

Table 5 shows how Labour Standard contributed to the prediction of Employee Productivity. The beta is 0.
and p-value of 0.000 lesser than 0.05% which is the critical value. This implics that Labour Standard
accumulated to 87.7 % of employee productivity and since the p-value which is 0.000 is lesser than 0.05,
can, therefore, conclude that Labour Planning has a positive impact on employee productivity. The Coeffici
value for Labour Standard which is 0.818 also reveals that Labour Standard has a positive impact on empl
productivity because a unit increase in the Labour Standard will bring about a 0.818 increase in empl

productivity.

Discussion of Findings
Based on the information gathered from the respondents, it was revealed that all the variable used as a proxy

strategic human resource management (job design, labour planning and labour standard) and prod
management (production process, production function and employee productivity) have a significant impact
cach other. This implies that strategic human resourcc management has a positive impact on prod

management. The reason for this is that the level of significance gotten from the two variables was 0.00 whi
less than 0.05. This support the claims that the content of the job, incentives, quality of work all improve

production process in totality. This is in agreement with what Adeyemi and Badmus (2001) that the way &
manner in which an organisation manages its human strategy ultimately determines its success, prod
management inclusive and also that production management has a large role to play in achieving h

resources objectives.

Findings from this study also supported by resource-based view theory as discussed in the literature revs
section that organization uses a resource that is rare, valuable, costly to imitate and non-substitutable re
can be a source of sustained competitive advantage t0 the extent that there are no strategically equi
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resources (Armstrong and Baron, 2007). Human resources in an organisation possess all these characteristics
which make it very important in sustaining a competitive advantage in production management.

Conclusion and Recommendations

Firstly, it is concluded that proper job design by the strategic human resource manager ensures that employces
have access to incentives as well as enjoy a high quality of work-life, safe working environment. When jobs are
carefully designed it allows for effective utilization of employees available in every phase of the production
process and such design specify the content of each job in terms of the related task to be carried out.

Secondly, this study has proven that when labour is adequately planned for they have a sense of belonging,
enjoy employment stability, insurance against hazards while carrying out the various production functions. The
organization in itself is able to manage both hiring and termination cost, set labour wage premium to entice
personnel and also holding employment constant so that the production functions are kept going

Lastly, organizations that have a set labour standard which stipulate the amount of time required to perform a
job enables its employees to be productive. The organization should establish it labour standard on the basis of
historical data, work sampling, and time measurement so as to fully utilize it labour (employee) while providing
for training & development programmes, conducive working environment and give incentives to employees.

On the basis the conclusion made, it is recommended that the organisation focus should be placed on the design
of jobs to be done, job specification and work environment, which will, in turn, affect the production department
positively and the employees as well enjoy job enlargement and job enrichment.

Secondly, labour should be effectively and efficiently planned for in any organization which is very cogent to
the day to day running of the production unit. There should a clearly stated staffing policies as well as ensuring
Jjob security of employees and schedule work such as employees know what to do, and how to do it.

Finally, labour standard should be established to help specify the labour required for a given level of production
oncc jobs have been designed on the basis of the previous/past record, efficient time measurement and so on.
When there is a set standard, action should be taken to compare actual performance with the standard and proper
control measures be applied.

Further research is as well recommended on the relationship between strategic human resource and production
management.
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