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ABSTRACT
This work tends to empirically test human resource planning as it concerns forecasting
manpower demand and strategic action on organizational performance of oil and gas firms
in Port Harcourt. It tries to make available solution to the relationship between human
resource planning and organizational performance. 5(five) firms were selected using
stratified sampling technique in oil and gas firms in Port Harcourt. The Taro Yamane was
used to determine the sample size which aggregate of 70 managers and supervisors was
derived. Using the spearman rank order correlation coefficient, we found out that there is a
significant relationship between human resource planning and organizational performance
and that the relationship between the variables is moderated by organizational structure.
From the findings, we recommended that oil companies and their human resource managers
should continually carryout manpower audit and planning to determine in advance the
demand and supply situation in the labor market prior to recruitment of employees. Finally,
conclusion and contribution to knowledge was provided.
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1.0
Introduction
Increasing and intense competitiveness in the market has made performance the most
important issue for profit and non-profit organizations for businesses. It comprises of three
specific areas of firm outcome which includes financial performance, product market
performance and shareholder return (Richard, Simon & Brut, 2009). It is very vital for
managers to know which factors influence an organization’s performance in order for them to
take appropriate steps to initiate them. Organizational performance guarantees the continuity
of the organization to be competitive in a global market place. Organizational performance
can be seen as a multi-dimensional construct consisting of more than simply financial
performance (Baker & Sinkula, 2005). It describes the extent to which the organization is
able to meet the needs of its stakeholders and its own needs for survival (Griffin, 2003). In
this sense, organizational performance depicts that an organization is achieving its mission
and goals.
Kaplan and Norton (1992) defined organizational performance as a set of financial and nonfinancial indicators capable of assessing the degree to which organizational goals and
objectives have been accomplished. The challenge for any organizational performance is
generally indicated by the effectiveness of an organization to achieve its objectives and
efficiency to use the resources properly, satisfaction of employees and customer innovation,
quality products and services and thereby ability to maintain unique human resource pool
(Dyer & Reeves,1995; Katou & Budwar, 2007).
Human resource planning has to do with forecasting demand for manpower based on its
business needs and employing strategies required to meet these needs. The dimensions for the
study include forecasting manpower demand and strategic action. Forecasting manpower
demand involves the estimation of the number and type of human resource required at
different levels in different departments in an organization (Pradeesh, 2011).
Strategic actions for human resource entails staffing activities carried out in order to achieve
organizational success in the long run. It is a disciplinary and creative process for determining
where the organization should be in the future and how to take to the future with the help of
human resource staffing activities (Graf, Hemmasi & Strong, 1996).
There must be a proper utilization of human resources in organizations in order to achieve
high performance standard (Lunenburg, 2012). Organizations may have adequate non- human
resources like machines; materials and money but inadequate human resources cannot
achieve high performance. Human resources are the main asset of an organization.
1.2

Statement of problem

Human resource planning encompasses the process that identifies the number of employees a
company requires in terms of high quality and quantity; hence it seen as an ongoing process
of regular and structured planning. This planning process confirms that employees are in the
right number as required i.e. there is neither a surplus of manpower nor a shortage. Parker
and Caine (2006) states that it is important for organizations to have the right number of
manpower in order to avoid unwanted situation i.e. issue of shortage and excess of
manpower. Hassan (2003) states that failure to properly articulate and implement the three
fundamental functions of human resource planning which include labor forecast, managing
demand for employees and available supply in market and keep a balance between labor
supply and demand predictions will pose a great problem to oil firms in terms of cost and
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expertise (skilled personnel) thereby reducing their competitiveness. Gould (1984) holds that
in order to gain competitive advantage over the competitors, different advantageous ways are
found out using strategic human resource functions, thus showing that these functions play a
critical role in making a company competitive. Human resource planning if not
systematically carried out cannot bring to equilibrium demand and supply of manpower in
organizations (Armstrong, 2006).
Oil and gas firms are unable to meet their human resource needs. There is a problem of
inadequate right number of people to carry out the essential duties in the firm. They lack
sufficient employees in the organization for production and render delivery of services as
demanded by the customers in terms of service delivery, industrial production, capacity
utilization and drilling operations which affects the performance of the firm negatively.
Shortfall of human resource needs delay in the production process and reduces the profit of
the organization. Shortfall of human resource needs in oil firms might result to poor
completion of task and assignment, extra workload, increase in fatigue, high stress intensity,
and decrease in the firm’s ability to meet set goals (Flippo, 1984). By having the right number
of human resources at a specific time to carry out organizational services, it will help the
organization to increase in their performance and productivity which in turns helps to achieve
the strategic objectives and goals of the organization very easily.

1.3

Objectives of the Study
i. To examine if there exists any relationship between forecasting manpower
demand and customer satisfaction in oil and gas firms in Port Harcourt.
ii. To ascertain if there exists any relationship between forecasting manpower
demand and productivity in oil and gas firms in Port Harcourt.
iii. To examine if there exists any relationship between strategic action and customer
satisfaction in oil and gas firms in Port Harcourt.
iv. To ascertain if there exists any relationship between strategic action and
productivity in oil and gas firms in Port Harcourt.
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Conceptual framework
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Fig. 1 Conceptual framework
1.4 Hypotheses for the Study
Ho1: There is no significant relationship between forecasting manpower demand and
customer satisfaction in oil and gas firms in Port Harcourt.
Ho2: There is no significant relationship between forecasting manpower demand and
productivity in oil and gas firms in Port Harcourt.
Ho3: There is no significant relationship between strategic action and customer satisfaction in
oil and gas firms in Port Harcourt.
Ho4: There is no significant relationship between strategic action and productivity.

2.0Theoretical framework
The theoretical foundation of this study is anchored on resource base view theory,
contingency theory and AMO (Ability, Motivation and Opportunity) theory. This is because
most empirical studies have relied heavily on these theories as the baseline theory when
discussing human resource planning and organizational performance (e.g. Schuler & Jackson,
1987; Delery& Doty, 1996; Boselie et al, 2005; Fleetwood &Hesketh, 2008).
Resource base view theory refers to how competitive advantage can be achieved through the
possession of valuable and rare resources that other competitors cannot imitate (Takeuchi,
Lapak, Wang & Takeuchi, 2007). Competitive advantage comes from the internal resources
(human resources) that the organization has. It establishes the need for organizations to build
a valuable set of human resources and bundling them in a unique way in order to achieve firm
success. Resource base view has long provided an essential theoretical rationale for human
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resource potential role. It has to do with resource features that contribute to the creation of
sustainable competitive advantage. Barney (1991) identified four criteria of resources which
are valuable, rare, and inimitable and without substitutes. Human resources are the
sustainable competitive advantage that a firm have and should be taken seriously. He also
suggested that sustainable competitive advantage is attainable when firms have a human
resource pool which cannot be imitated or substituted by competitors. Resource base view
firms in order to ensure sustained competitive advantage should often evaluate their human
resources to ensure that the right people with the right skills are in the right place. The theory
also opines that the major strength or weakness of a firm has to do with the caliber of people
employed into the organization. Boxall (1998) suggests that in order for firms to generate
human capital advantage, they should recruit and retain exceptional individuals. Technology
and capital can be acquired any time for a price by most firms but it is not easy to acquire
highly qualified and motivated employees. Companies need to be careful when selecting
employees.
2.1 Human Resource Planning
Organizations need to know how many people and what sort of people they need to meet
present and future business requirements. Human resource planning is one of the most
important elements in a successful human resource management program (De cenzo &
Robbins, 1988). Human resource planning is the core of human resource management. It
determines that the right number of people with the right skills, in the right job position at the
right time is employed in the organizations. Human resource planning aids organizations to
forecast, recruit and retain competent workforce in order to meet the organizational goals.
Walker (1980) defines human resource planning as analyzing organization’s human resource
needs under changing conditions and developing the activities necessary to satisfy these
needs. Vetter (1967) also defines human resource planning as the process by which
management determines how organizations move from current position of manpower to its
desired state. Human resource planning is an ongoing process that is not static involving
many interrelated activities which must be modified and updated as conditions require.
2.1.1 Forecasting manpower demand
Armstrong (2012) defined forecasting manpower demand as the process of estimating the
future numbers of people required and the likely skills and competencies they will need. The
traditional approach of calculating demand is characterized by making use of ratios to devise
strategy in order to confront opportunities and threats from external environment (Pradeesh,
2011). A greater utilization of technology helps to analyze competitive forces that could
reflect an increase or reduction in employees’ levels. Forecasting manpower demand involves
a practical level determination size of personnel and type of workers that company will
require in the future. The demand for the organization’s product or service is integral part of
the optimization. Therefore it is imperative to project beforehand markets and sales figures.
This will determine the personnel needed to serve the projected capacity.
Noe (2012) mentioned other factors that influence forecasting demand for personnel which
include budget constraint, turnover due to resignations, contract terminations, transfers and
relocations, retirement, new technology in the field, decisions to upgrade the quality of
services provided and minority hiring goals. Failure to anticipate future manpower needs
leads to last minute decision making which is not always advisable for managers in
organizations. It is proper that managers take their time to forecast future manpower needs
which helps to save money and time in future. Noe (2012) explained that when it comes to
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the human resource planning context, a mathematical formula is used to project future
demands of human resources based on an established relationship between an organization’s
employment level and some measurable factors of output such as revenue, sales or production
level.
2.1.2
Strategic action
Strategic actions are human resource actions taken in order to enable an organization achieve
its goals. It is a disciplinary and creative process for determining where the organization
should be in the future and how to taken to the future with the help of human resource
staffing activities (Graf, Hemmasi & Strong, 1996). Strategic actions for human resource
entails staffing activities carried out in order to achieve organizational success in the long run.
Strategic actions tend to take an organization from where it is to where it wants to be. It is a
series of action initiated to form human resource strategy. Strategies which are used to meet
human resource needs include restructuring strategy, training and development strategy,
recruitment strategy and outsourcing strategy.
2.2 Organizational Performance
Performance has been the most important issue for profit and non-profit organization. Barney
(2001) asserts that researchers have different beliefs and thoughts about organizational
performance but it still remains a controversial issue. Performance means quality, condition
or function. Non-profit organizations view their performance in terms of how they meet their
missions and goals. Performance refers to the degree of achievement of the mission at work
place that builds up an employee job. Researchers mostly use performance to express the
range of measurements of transactional efficiency and input and output efficiency (Stannack,
1996). Organizational performance involves a construct perspective in which the focus is on
the definition of the concept in terms of assessment and conceptualization (Goodman,
Pennings & Associates, 1977).
Organizational performance is a general structure which refers to the operations of enterprise.
Daft (2000) states performance as the same as efficiency and effectiveness for a specific
program or activity. Daft (2000) states that organizational performance is an effective and
efficient manner for organization’s activity to achieve goals by using resources.
2.2.1

Customer satisfaction

Customer satisfaction is one of the most important issue concerning business organizations of
all types which is justified by the customer oriented philosophy and the principles of
continuous improvement in modern organizations (Arokiasamy, 2013). It is generally
accepted that satisfaction is a psychological state that results from consumer experiences after
consumption (Pleshko & Heins, 1996). It deals with how customers are satisfied with the
product or service of a company. Customer satisfaction is the individual’s perception of the
performance of the product or service in relation to his or her expectations. Customer
satisfaction is a feeling of satisfaction of a product or service by the customer. It is a part of
consumption evaluative judgement concerning a specific product or service. It is also the
result of an evaluative process that contrasts pre purchase expectations with perceptions of
performance during and after the consumption experience. If the goods and services received
from the customer meet his or her benefits, he or she is satisfied. If the goods and services are
lower than the customers’ expectations, he or she is dissatisfied. Customer satisfaction means
that the customer is entitled to give his money for goods that the goods meet his demands and
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desires because he wants the goods to meet his or her demands not for other issues and
survival in the current world (Kavusi, 2008).
2.2.2
Productivity
Productivity is the relationship between units of labor input and unit of output (Nwachukwu,
2007). Its measurement serves as a score card of an effective use of resources. It is the driving
force behind an organization’s growth and profitability. It has become a major goal in every
organization (Daft, 2000). Productivity is the relationship between output of goods and
services of workers in organization and input of resources, human and non- human used in
the production process. However, productivity is the ratio of output to input. Hellriegel et al
(1999) define productivity as efficiency in the employment of factors of production such as
land, labor and capital to produce higher output. The higher the numerical value of the ratio,
the greater the productivity (Onah, 2010). Productivity is the measure of how well resources
are brought together in organization and utilized for the accomplishment of a set result.
Productivity means reaching the highest level of performance with the least expenditure of
resources. It can be applied at any level, individual level or work unit level or organizational
level. Efficiency in production can be assessed by the following factors; (a) increase in the
size of the production (b) lesser time in the production of a unit of output (c) lesser wastage in
resources including defective output (d) the use of same or less factor inputs per more output
than before.
2.3

Human resource planning and organizational performance

Empirical researches have presumed connection between human resource management
practices and organizational performance. There is a growing body of work on human
resource practices and organizational performance which shows linkage between human
resource practices and organizational performance. Mursi (2003) states that there is a
significant and positive relationship between human resource planning and organizational
performance. Hiti (2000) posits that human resource planning have a positive relationship
with organizational performance. Human resource planning contributes to organizational
success because it ensures that organizations always have a concept of the job market and
how it relates to its failure. A company that refuses to engage in human resource planning in
order to be proactive may find itself with a number of unfilled positions. Human resource
management practices significantly contribute to organizational performance. Human
resource management practices are set of practice used by organization to manage human
resources through facilitating the development of competencies that are firm specific,
produce complex social relation and generate organization knowledge to sustain competitive
advantage. Human resource functions such as motivation process, human resource planning,
education program, employees’ relation, compensation, rewards and benefits, performance
appraisal, education and development affect organizational performance from various aspects
such as replacement, productivity and financial performance (Huselid, 1995).
3.0

Research methodology

A total of eighty-five (85) managers and supervisors make up the accessible population size
as shown below:
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S/N

Selected organization

1

Keverner oil field products(KOP) oil and gas Nig. Ltd

25

2

Coolper Cameron oil and gas Nig. Ltd

15

3

Drill-quip oil and gas Nig. Ltd

13

4

Vetco-gray oil and gas Nig. Ltd

20

5

FMC technologies oil and gas Nig. Ltd

12

Total

Population

85

Table 3.1 Distribution of Managers and supervisors.
Sources: Desk Research, 2017.
In determining the sample size for the study, the Taro Yamane’s (1967) formula was adopted
(Baridan, 2001). The formula for determining the sample size is;
n=
N
1+N (e)2
Where;
N = population size
n = sample size
e = level of significance (0.05)
n =
85
1+ 85(0.05)2
=

85
1 + 85 (0.0025)

=

85
1 + 0.2125

=

85
1.2125

=

70

Therefore, the sample size is 70 Managers and Supervisors.
Bowley’s (1926) proportional allocation technique used to estimate the sample size for each
of the firm. The formula is;
nh =
nNh
N
Where;
nh = number of respondents in each sub group
n = sample size
Nh = number of unit allocated to each sub groups
N = population size
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S/N

Selected organization

1

Keverner oil field products(KOP) oil and gas Nig. Ltd

21

2

Coolper Cameron oil and gas Nig. Ltd

12

3

Drill-quip oil and gas Nig. Ltd

11

4

Vetco-gray oil and gas Nig. Ltd

16

5

FMC technologies oil and gas Nig. Ltd

10

Total

Population

70

In testing the hypotheses, the spearman rank order (Rho) test was used to determine the
relationship among the variables. Rho assumes any value from-1 to +1 indicating perfect
correlation and 0 no relationships. The formula is;
r
s=
6∑d2
n(n2-1)
Where, ∑d2 = summation of total value
n = number of cases or items sampled
d = difference in ranks for any two corresponding items
r = rank correlation coefficient
The statistical package for social sciences (SPSS) version 21 was used to conduct the
analyses.
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4.0

Data analyses

Correlations

Correlation
Coefficient
Sig. (2-tailed)
N
Correlation
Coefficient
Strategic
Action
Sig. (2-tailed)
N
Correlation
Coefficient
Customer
Satisfaction Sig. (2-tailed)
N
Correlation
Coefficient
Productivity
Sig. (2-tailed)
N
Source: SPSS 21 Output.
Spearman's rho

Forecasting
Manpower
Demand

Forecasting Strategic Customer
Productivity
Manpower Action
Satisfaction
Demand
1.000
.291*
.413**
.210
.
60
.291*

.024
60
1.000

.001
60
.495**

.017
60
.607**

.024
60
.413**

.
60
.495**

.000
60
1.000

.000
60
.604**

.001
60
.210

.000
60
.607**

.
60
.604**

.000
60
1.000

.017
60

.000
60

.000
60

.
60

Hypothesis One – Relationship between Forecasting Manpower Demand and Customer
Satisfaction
The result of the analysis shows a significant level p< 0.05 (0.001 < 0.05), rho = 0.413. This
means that there is a significant positive relationship between forecasting manpower demand
and customer satisfaction. The null hypothesis, there is no significant relationship between
forecasting manpower demand and customer satisfaction in oil and gas firms in Port
Harcourt, is rejected.
Hypothesis Two – Relationship between Forecasting Manpower Demand and
Productivity
The result of the analysis shows a significant level p< 0.05 (0.017 < 0.05), rho = 0.210. This
means that there is a significant positive relationship between forecasting manpower demand
and productivity. The null hypothesis, there is no significant relationship between forecasting
manpower demand and productivity in oil and gas firms in Port Harcourt, is rejected.
Hypothesis Three – Relationship between Strategic Action and Customer Satisfaction
The result of the analysis shows a significant level p< 0.05 (0.000 < 0.05), rho = 0.495. This
means that there is a significant positive relationship between forecasting manpower demand
and customer satisfaction. The null hypothesis, there is no significant relationship between
strategic action and customer satisfaction in oil and gas firms in Port Harcourt, is rejected.
Hypothesis Four – Relationship between Strategic Action and Productivity
The result of the analysis shows a significant level p< 0.05 (0.000 < 0.05), rho = 0.607. This
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means that there is a significant positive relationship between strategic action and
productivity. The null hypothesis, there is no significant relationship between strategic action
and productivity in oil and gas firms in Port Harcourt, is rejected.
5.1 Conclusion
In conclusion, human resource planning has a strong influence on organizational performance
in forecasting future demand of business and environmental factors which help to manage
human resource demand as required. Having a required number and qualified personnel in
organization helps to achieve firm’s success. Specifically, in oil and gas firms, the
implementation of human resource planning has led to employee productivity, machine
efficiency, customer alignment and satisfaction, quality and quantity of service.
From the result of the analyses, it was concluded that the dimensions of human resource
planning has a significant correlation with organizational performance in oil and gas firms in
Port Harcourt. The following specific conclusions were made that forecasting manpower
demand has a positive significant influence on customer satisfaction and productivity in oil
and gas firms in Port Harcourt. Also, strategic action has a positive significant influence on
customer satisfaction and productivity in oil and gas firms in Port Harcourt.
5.2 Recommendations
Going by the findings and conclusions of this study, following recommendations are made to
oil and gas firms:
1) Oil companies and their human resource managers should continually carry out
manpower audit and planning to determine in advance the demand and supply
situation in the labor market prior to recruitment of employees.
2) Oil companies and their human resource managers should train their employees to
prepare them to fill positions in the future.
3) Oil companies should collaborate with training institutions to develop custom tailored
programmes to suit their manpower needs.
4) Oil companies should create or change their structures in order to promote good
performance of the individuals that work for them.

Worldwide Knowledge Sharing Platform | www.ijaar.org

Page 120

International Journal of Advanced Academic Research | Social & Management Sciences | ISSN: 2488-9849
Vol. 3, Issue 9 (September 2017)

References
Acquaah, M. (2004). Human factor Theory. Organizational Citizenship Behaviors and Human
Resource Management Practices: An Integration of Theoretical Constructs and
Suggestions for Measuring the Human Factor. Review of Human Factor Studies,
10(1): 129-162.
Ajagbe, M.A. (2007). The Impact of Strategic Planning on Effectiveness of Marketing
Operations: Case of NEPA. AN Unpublished MBA Thesis submitted to the Graduate
School, Ambrose Ali University, Ekpoma, Nigeria, 2007.
Allaire, Y. &Firsirotu, M. (1989). Coping with Strategic Uncertainty: Sloan Management
Review, 3, pp. 7-16.
Ansoff, I.H. (1984). Implementing strategic management. Englewood cliffs: NJ: PrenticeHall International.
Appelbaum, A, Madelyn, B. & Armstrong. (2000). Stress Free Performance Appraisal. USA:
Career Press Publication, pp, 9.
Ariskiasamy, A.A. (2013). The Impact of Customer Satisfaction on Customer Loyalty and
Intentions to Switch in the Banking Sector in Malaysia. Journal of Commerce
(22206043), 5(1), 14-21.
Armstrong, M (1988). A Handbook of Personnel Management Practice, Sterling: Kogan
Page.
Armstrong, M. (2001). A Handbook of Human Resources Management, Kogan page,
London.
Armstrong, M. (2006).A Handbook of Human Resource Management Practice. (10th Ed.) .
London: Kogan Page Limited.
Arthur, J. B. (1994). Effects of human resource systems on manufacturing performance and
Turnover. Academy of Management Journal, 37(3), 670-687.
Auh, S. &Mengue, B. (2007). Performance implications of the direct and moderating effects
of centralization and formalization in customer orientation. Industrial Marketing
Management, 36, 1022-1034.
Bae, J. & Lawler, J. (1999). Organizational and HRM Strategies in Korea: Impact on firm
performance in an emerging economy. Academy of Management Journal, 43(3),
502-517.
Bailey, T.N. (1993). The African Leopard: Ecology and a Solitary Field. Columbia University
Press, New York.
Baker, W.E &Sinkular, J.M. (2005). Market Orientation and the new product paradox.
Product Innovation Management, 22(6), 483-502.
Barber, A. E. (1998). Recruiting Employees. Sage Publications: Thousand Oaks, CA.

Worldwide Knowledge Sharing Platform | www.ijaar.org

Page 121

International Journal of Advanced Academic Research | Social & Management Sciences | ISSN: 2488-9849
Vol. 3, Issue 9 (September 2017)

Baridan, D.M. (2001). Research Methods in Administrative Sciences. Port Harcourt
Sherbrooke Associate (Revised Edition).
Barney, J. B. (1991). Firm resources and sustained competitive advantage, Journal of
Management, 1 (17): 99-120.
Barney, J.B. (2001). Is the resource based view a useful perspective for strategic management
research? Yes, Academy of Management Review, 26 (1): 41-56.
Becker, B.E &Huselid, M.A. (1998). Methodological issues in cross- sectional and panel
estimates of the human resources’ firm performance link, Industrial Relations, 35
(3), pp 400-422.
Becker, B.E. &Huselid, M.A. (1999). Overview: Strategic human resource Management in
five leading firms. Human resource management, 38(4), 287-301.
Biles, G. E & Holmberg, S.R (1980). Strategic human resource planning Glenn Ridge, New
Jersey: Thomas Horton and daughters. p78.
Blau, P.M. (1970). Decentralization in bureaucracies, in: M.N. Zald, Ed, power in
organizations, Vanderbilt university press, Nashville, pp, 150-174.
Boselie, P., Dietz, G. & Boon, C. (2005). Commonalities and contradictions in HRM and
performance research: Human Resource Management Journal, 15, 67- 94.
Bowley, A.L. (1926). Measurement of the precision attained in sampling. Bulletin of the
International Statistical Institute 22: 16-62.
Boxall, P.F. (1998). Human resource strategy and competitive advantage: A longitudinal
Study of Engineering Consultancies, Journal of Management Studies, 36(4), pp
443-463.
Bramham, J. (1987). Manpower Planning, in S. Harper (ed.): Personnel Management
Handbook, London Gower.
Bramham, J. (1994). Human Resource Planning. (2ndeds). London. IPD.
Burns, W.J & McKinnon, S. M. (1993). Information and managers: a field study, Journal of
Management Accounting Research, Vol 5. pp 84-123.
Butler, J., Ferris, G. &Nappier, N. (1991). Strategy and Human Resource Management.
Cincinaati, OH: Southwestern Publishing Company
Butler, K.M. (2008). Getting employees to stay on board instead of jumping ship. Employee
Benefit News, January, 13-14.
Chandler, A.D. (1962). Strategy and Structure Cambridge MA: MIT press.
Cooper & Schindler. (2006). Business Research Methods. Academic Internet Publishers
incorporated. ISBN 9781428807037.
Daft, R.L. (1995). Organizing Theory and Design (5thed.). St. Paul: West publishing

Worldwide Knowledge Sharing Platform | www.ijaar.org

Page 122

International Journal of Advanced Academic Research | Social & Management Sciences | ISSN: 2488-9849
Vol. 3, Issue 9 (September 2017)

company.
Daft, R.L. (2000). Organization Theory and Design. (7thed) South – western college
publishing, Thompson learning, U.S.A.
Damanpour, F. (1991). Organizational Innovation: a meta-analysis of effects of determinants
and moderators. Academy of Management Journal, 34 (3) 555-590.
De cenzo, D. & Robbins, S.P. (1988). Personnel/Human Resource Management, PrenticeHall, New Jersey, 456p.
De cenzo, D.A. & Robbins, S.P. (2002). Human Resource Management. (7thed.) John Wiley
and sons, Inc, USA.
Delaney, J.T. &Huselid, M.A. (1996). The impact of human resource management practices
on perceptions of organizational performance. Academy of Management Journal,
39(4), 949-969.
Delery, J.E & Doty, D.H. (1996). Modes of theorizing in Strategic Human Resource
Management. Tests of Universalistic, Contigency and configurational performance
predictors. The Academy of Management Journal, 39, 802-835.
Dessler, G. (2005). Human Resource Management (10thEd.) New Jersey: Pearson PrenticeHall.
Dessler, G. (2008). Human Resource Management (11thEd.) New Jersey: Pearson Education.
Drucker, P. (2001). Management Task, Responsibilities Practices. New York: Harper and
Row.
Dyer, L. & Reeves, T. (1995). Human Resource Strategies and Firm Performance: what do
we know and where do we need to go? International Journal of Human Resource
Management, 6(3), pp 656-670.
Egunyonmi, D. (2000). Introduction to Personnel Management. Ibadan Holad Publishers.
Fisher, F.M., & McGowan, J.J. (1983). On the misuse of accounting rates of return to infer
monopoly profits: American Economic Review, 73: 82-97.
Fitzenz, J. (1994). Yes. You can weigh training’s value. Training, 31(7), 54-58.
Fleetwood, J. &Hesketh, A. (2008). The performance of Human Resource: Towards a new
Meta Theory, (Cambridge: Cambridge University press).
Flippo, E.B. (1984). Personnel Management sixth Edition, New York, Mc Graw-Hill Book
Company.
Francis, A. (2004). Business Mathematics and Statistics. Bedford Row: Thomson Learning.
Gamage, A.S. (2014). Recruitment and Selection Practices in Manufacturing SMEs in Japan.
An analysis of the link with business performance. Ruhna Journal of Management
and Finance, (1), 39-52.

Worldwide Knowledge Sharing Platform | www.ijaar.org

Page 123

International Journal of Advanced Academic Research | Social & Management Sciences | ISSN: 2488-9849
Vol. 3, Issue 9 (September 2017)

Goodman, P.S., J.M. Pennings& Associates. (1977). New Perspectives on Organizational
Effectiveness San Francisco- London, Jossey- Bars Publishers.
Gould, R. (1984). Gaining a Competitive Edge through Human Resource Strategies: Human
Resource Planning. P.31.
Graf, L.A, Hemmasi, M. & Strong, K.C. (1996). Strategic analysis for resource allocation
decisions in health care organizations. Journal of Management Issues, 8(1), pp. 92107.
Greenberg, J. (2011). Behavior in organizations (10thed). Upper Saddle River, NJ: Prentice
Hall.
Griffin, E.A. (2003). A first look at communication Theory (5 ed.) Boston: Mc Graw-Hill.
Griffin, R.W. (1997). Management Delhi: ALT.B.S Publishers.
Guest, D.E (1997). Human Resource Management and performance: Review and Research
agenda. The International Journal of human Resource Management, Vol 8(3).
Gumbus, A. &Lussier, R.N. (2006). Entrepreneurs use a Balanced Scorecard to translate
Strategy into Performance Measures. Journal of Small Business Management,
44(3), 407-425.
Hage, J. & Aiken, M. (1967). Relationship of Centralization to other Structural properties.
American Journal of Sociology 72: 503-519.
Hainine, S. (2003). Organizational Performance Management and Measurement: the
Lebanese Experience, Performance Improvement Planning Consultant.
Hassan, O. (2003). SCM and Organizational Performance: Strategy and Innovation Aspect.
(Ph.D), University of Engineering and technology, Lahore.
Hellriegel, D., Jackson, S.E. & Slocum, J.W. (1999). Management a competency- based
approach, Cengage learning, New Delhi.
Hiti, K.A. (2000). Human Resource Management: A Strategic entrance, Oman: Dar Hamid
Library.
Hom, P.W. &Griffeth, R.W. (1995). Employee Turnover. Cincinnati, OH: South- Western
College Publishing.
Hseih, Y. &Hseih, A. (2001).Enhancement of service quality with job satisfaction. The
Service Industries Journal, 21(3), 147-166.
Huselid, M.A. (1995). The impact of human resource management practices on turnover,
productivity and corporate financial performance. The Academy of Management
Journal, 38, 635-642.
Huselid, M.A., Jackson, S.E. & Schuler, R.S. (1997). Technical and strategic human resource
management effectiveness as determinant of firm performance. Academy of
Management Journal, 40, 171-188.
Worldwide Knowledge Sharing Platform | www.ijaar.org

Page 124

International Journal of Advanced Academic Research | Social & Management Sciences | ISSN: 2488-9849
Vol. 3, Issue 9 (September 2017)

Jacobson, R. (1987). The validity of ROI as a measure of business performance. American
Economic Review, 77: 470- 478.
Jen, M., Terry, L. & Stephen, J.T. (2014). A review of benefits and challenges in growing
street trees in paved urban environments. Landscape and urban planning, 134, 157166.
Jensen, M. &Meckling, W. (1976). Theory of the firm: Managerial behavior, agency costs,
and ownership structure. Journal of Financial Economics: 305-360.
Jones, G. (2013). Organizational theory, Design and Change, (7thed), Pearson, Harlow,
England.
Jones, T.W. (1995). Performance Management in a changing context, Human Resource
Management, 34(3), pp 425-442.
Jusoh, R. & Parnell, J.A. (2008). Competitive Strategy and Performance Measurement in the
Malaysian Context: An exploratory study management decision, 26: 373-386.
Kaplan, R.S. & Norton, D.P. (1992). The Balanced Scorecard: measures that drive
performance, Harvard Business Review, vol.70 No 1, pp 71-79.
Kaplan, R.S. & Norton, D.P. (1996). Using the Balanced Scorecard as a strategic
management system, Harvard Business Review, vol.74 No.1. January- February.
Katou, A.A. &Budwar, P.S. (2007).The effects of human resource management policies on
organizational performance in Greek Manufacturing firms. Thunder
bidInternational Business Review, Vol 49, No. 1, pp. 1-35.
Katsikea, E., Theodosiou, M., Perdikis, N. &Kehagias, J. (2011). The effects of
organizational structure and job characteristics on effort sales managers’ job
satisfaction and organizational commitment, Journal of World Business, 46, 221233.
Kavusi, S.M. (2008). Methods of Measuring Customer Satisfaction, Tehran: Sabzan
Publication, Second Edition.
Keats, B.W. (1998). The vertical construct validity of business economic measures. Journal
of Applied Behavioral Science, 24: 151-160.
Koontz, H. & Donnell, C. (1993). Introduction to Management. Mc Graw-Hill Inc, New
York.
Koontz, H.O., Donnel, C. &Weihrich, H. (1984). Management Japan: McGraw- Hill
publishing company.
Kumar, A. & Sharma, R. (2001). Personnel Management Theory and Practice. Washington
DC: Atlantic Publishers.
Lawrence, P.R. &Lorsh, J.W. (1967). Organization and Environment: Managing
differentiation and Integration, Boston. Division of Research, Graduate School of
Business Administration, Harvard University.
Worldwide Knowledge Sharing Platform | www.ijaar.org

Page 125

International Journal of Advanced Academic Research | Social & Management Sciences | ISSN: 2488-9849
Vol. 3, Issue 9 (September 2017)

Lev, B. (2001). Intangibles: Management, Measurement and Reporting: Washington, DC:
Bookings Institution.
Lipsey, R.G. (1982). An Introduction to positive Economics English Language Book Society
and Weiden field and Nicolson, UK.
Liu, M.C., Chiou, G.Z., & Hu, L.C. (2006). Improving Employment in Formal Education,
Retrieved
November
05
2008,
from
http://www.nyc.gov.tw/
upfiles/5_knowledge_01151658769.
Lunenburg, F. C. (2012). Human Resource Planning: Forecasting demand and supply.
International Journal of Management, business and administration vol. 15, number
1.
Luu, T., Kim, S., Cao, H., & Park, Y. (2008). Performance Measurement of Construction
Firms in Developing Countries. Construction Management and Economics, 26: 373386.
Mac Duffe, J.P. (1995). Human Resource Bundles and Manufacturing Performance Industrial
Relations Review, 48(2), pp 199-221.
Miles, R.E. & Snow, C.C. (1978). Organizational Strategy: Structure and process, McGrawHill, New York.
Mintzberg, H.T. (1983). Designing Effective Organizations. Prentice-Hall, Inc, New Jersey.
Mintzberg, H.T. (1987). Crafting Strategy, Harvard Business Review, July- August.
Mullins, L.J. (1996). Management and Organizational Behavior. (4thed). Pitman Publishing
UK.
Mursi, J. (2003). The strategic management of human resources: The Entrance to achieve
Competitive Advantage to joining the Twenty First Century, Alexandria: University
House.
Nelson, D. & Quick, C.J. (2011). Understanding Organizational Behavior: Mason OH:
Southwestern cengage learning.
Neuman, W.L. (1991). Social Research Methods: Quantitative and Qualitative Approaches,
Boston: Allyn and Bacon.
Noe, R.A. (2012). Human Resource Management: Gaining a Competitive Advantage New
York, NY: McGraw-Hill.
Noe, R.A., Hollenback, J.R., Gerhart, B. & Wright, P.M. (2000). Human Resources
Management: Gaining a Competitive Advantage (3rd Ed). Irwin Mc Graw -Hill NY.
Nunnally, J.C. (1978). Psychometric Theory (2nd ed). New York: Mc Graw-Hill.
Nwachukwu, C.C. (1988). Management Theory and Practice. Ibadan. Africana Fep.
Publishers Ltd.

Worldwide Knowledge Sharing Platform | www.ijaar.org

Page 126

International Journal of Advanced Academic Research | Social & Management Sciences | ISSN: 2488-9849
Vol. 3, Issue 9 (September 2017)

Nwachukwu, C.C. (2000). Effective Leadership and productivity. Evidence from a National
Survey of Industrial Organizations. African Journal for study of social issues, 1, 3846.
Nwachukwu, C.C. (2007). Management Theory and Practice, Onitsha: African First
publishers limited.
Omoankhanlen, J.A. (2013). Human Resource Planning: A key factor in ensuring the
effectiveness and efficiency of organization. Journal of Emerging Trends in
Economics and Management Sciences (JETEMS) 4(4): 388-396.
Onah, N.G. (2010). Culture, women and Hiv/aids IN Nigeria: Implication for National
Development. A paper presented at 2nd National Conference at International
Association for Gender Equity. University of Port Harcourt, Chaoba. 19-22 April.
Ozcelik, F. &Ferman, D. (2006). Competency Approach to Human Resource Management
Outcomes and Contributions: A Turkish cultural context, Human Resource
Development Review, 5, 1, pp. 72-91.
Paauwe, J. & Richardson, R. (1997). Introduction. The International Journal of Human
Resource Management, 8:3 June: 257-262.
Palo, S., Thomas, C. &Padhi, N. (2003). Measuring Effectiveness of Total Quality
Management Training: An Indian Study; International Journal of Training and
Development 3(7): 3-16.
Parker, B.J. & Caine, D. (2006). Holonic Modelling: Human Resource Planning and the two
faces of Janus, International Journal of Manpower, Vol. 17 Iss: 8, pp.30-45.
Parry, E. & Wilson, H. (2009). Factors Influencing the Adoption of Online Recruitment.
Personnel Review. 38(8): 655-673.
Pearce, J., & Robinson, R. (2010). Strategic Management Formulations, Implementation and
Control (11th ed). New York: Mc Graw- Hill.
Peters, J. (1993). On Structures: Management Decision, 31(6), 60-63.
Pfeffer, J. (1994). Competitive Advantage through people: Unleashing the power of the
workforce, Boston: Harvard Business School press.
Pleshko, L.P. &Heins, R.A. (1996). Categories of Customer Loyalty: An Application of the
Customer Loyalty Classification Framework in the Fast- Food Hamburger Market.
Journal of Food Products Marketing, 3(1), 1-12.
Porter, M.E. (1985). Competitive Advantage: Creating and Sustaining Superior Performance.
New York: Free Press.
Pradeesh, N.M. (2001). Human Resource Planning and Development. Calicut University.
P.O, Malappuram, Kerala, India- 673635.
Price, J. (1997). Handbook of organizational measurement. International Journal of
Manpower, 18 (4/5/6), 305-558.
Worldwide Knowledge Sharing Platform | www.ijaar.org

Page 127

International Journal of Advanced Academic Research | Social & Management Sciences | ISSN: 2488-9849
Vol. 3, Issue 9 (September 2017)

Purcell, J., Kinnie, K., Hutchinson, S., Rayton, B. & Swart, J. (2003). Understanding the
people and performance link: Unlocking the black box, Chartered Institute of
Personnel and Development, London.
Quangyen, T. &Yezhuang, T. (2013). Organizational Structures: Influencing factors and
impact on a firm. American of Journal of Industrial and Business Management, 3,
229-236.
Ramsey, H., Schoarios, O. & Harley, B. (2000). Employees and high- performance work
systems: testing inside the black box. British Journal of Industrial Relations, 38,
501-531.
Reilly, P. (1996). Institute for Employment Studies, Human Resource Planning.
Richard, O.C., Simon, T. & Brut, G. (2009). Measuring Organizational Performance:
Towards Methodological Best Practice. Journal of Management Sciences, 76: 276323.
Richard, O.C. & Johnson, N.B. (2001). Strategic human resource management effectiveness
and firm performance. The International Journal of human Resource Management,
12, 299-310.
Rigby, D. &Bilodeau, B. (2011). Management Tools and Trends 2011, Boston, MA: Bain and
Company.
Robbins, P.S. & Judge, T.A. (2013). Organizational Behavior 15th Edition Pearson Prentice –
Hall.
Robert, L.M., John, H.J. & Kim, M. (2004). Human Resource Management. 10th Ed.
Thompson.
Rothwell, S. (1995). Human Resource Planning in Human Resource Management: A critical
text, ed J. Storey, Routhledge, London.
Schuler, R.S. & Jackson, S.E. (1987). Linking competitive strategies with Human Resource
Management practices, Academy of Management Executive, 9(3), pp 207-219.
Sekaran, U. (2001). Research Methods for Business: A skills building approach (2nded.) New
York: John Wiley & Sons, Inc.
Sen, F. &Shiel, M. (2006). From business process outstanding (BPO) to knowledge process
outstanding (KPO): some issues. Human Systems Management 25 (2006) 145-155.
Stannack, P. (1996). Perspective on Employee Performance Management Research News,
19(4/5), 38-40.
Stewart, T. (1996). Taking on the last bureaucracy Fortune. 133: 1, 105.
Stones, T.H. (1982). Understanding Personnel Management: New York: The Dryden press.
Storey, J. (1995). Human Resource Management: A critical text. London: Routledge.

Worldwide Knowledge Sharing Platform | www.ijaar.org

Page 128

International Journal of Advanced Academic Research | Social & Management Sciences | ISSN: 2488-9849
Vol. 3, Issue 9 (September 2017)

Takeuchi, R., Lapak, D.P., Wang, H. & Takeuchi, K. (2007). An empirical examination of
the mechanisms mediating between high- performance work systems and the
performance of Japanese organizations. Journal of Applied psychology, 92, 10691083.
Teresa. H.(2014). Human resource department 2016-2017 workplace.
Vetter, E. W. (1967). Manpower planning for high Talent personnel. Bureau of Industrial
Relations, University of Michigan, Ann Arbor.
Walker, W.W. (1980). Human Resource Planning. Mc Graw –Hill Book Company Inc.
Watson Wyatt Worldwide. (2002). Human Capital Index: Human Capital as a lead Indicator
of shareholder value, Watson Wyatt Worldwide, Washington, DC.
Williams, S.D. (2004). Personality, Attitude and leader influence on divergent thinking and
creativity in organizations, European Journal of Innovation of Innovation
Management, Vol 7. No 3, pp. 187-204.
Wills, M. (1994). Managing the Training Process: Putting the Basics into practice. Journal of
European Training. 18(6):4-28.
Woodward, J. (1968).Resistance to Change: Management International Review, 8, pp, 78-93.
Wright, P.M., McCormick, B., Sherman, W.S. & Mc Mahan, G.C. (1999). The role of human
resource practices in petro- chemical refinery performance: The International
Journal of Human Resource Management, 10, 551-571.
Youndt, M., Snell, S., Dean, J. &Lepak, D. (1996). Human Resource Management:
Manufacturing Strategy and Firm Performance, Academy of Management Journal,
39 (4), pp 836-866.

Worldwide Knowledge Sharing Platform | www.ijaar.org

Page 129

