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1. Introduction 
In the present day's cutting-edge aggressive business condition, firms are confronting rising difficulties through 

picking up and streamlining human asset. Human capital is one of the key resources in setting up a managed upper hand 
(Barney, 1991). In the offer to beat the difficulties, there has for the most part been the requirement for an expansive 
Human Resources Management (HRM) practices to make an interpretation of organization's human resources into a 
sustainable upper hand. The accomplishment of most, if not all, organizations depends to a great extent is the requirement 
for a way to deal with accomplish better performance, to begin and execute HRM practices. This acknowledgment fortifies 
the basic job HRM practices play in this all around current and progressively focused business landscape.  
Administrators and other authoritative pioneers confronted the issues of resources; how to locate a gifted individual for 
the correct errands, how to ensure individuals do what they ought to do, how to prop individuals up when the time is 
intense (Senyucel, 2009). These and numerous others have been the test looked by organizations whether open, private or 
philanthropic.  

Supervisors and hierarchical pioneers are in charge of landing the position as well as finding the perfect 
individuals for the correct job, taking care of business on the opportune time, spare expense liaises with the partners, 
create and hold existing employees, keep employees confidence high and increment worker's performance. (Senyucel. 
2009)  

Notwithstanding the significance joined to human resource management as drive power to hierarchical 
achievement, there is a minimal observational examination to discover the effect of human resource management on 
employees' sustainable development particularly in Nigerian banks, thus, required this investigation. Scholarly enthusiasm 
for Human Resource Management is additionally confirming by the level of consideration it has gotten in the course of the 
most recent couple of decades (Senyucel, 2009). The relationship between Human Resource Management and employees' 
sustainable development has been the subject of concern and enthusiasm to numerous analysts and researchers.  
Human Resources Management practices is a type of framework in which an arrangement of particular yet interrelated 
exercises, capacities and procedures are coordinated at pulling in, creating, and keeping up or arranging association's 
human resources so far as that is concerned employees (Lado and Wilson, 1994). HRM allude to hierarchical exercises 
coordinated at dealing with the pool of human asset and guaranteeing that the resources are utilized towards the 
satisfaction of authoritative objectives (Schuler and Jackson, 1987)  

Throughout the years in Nigeria, firms' performances particularly banks, has been blocked by low performance 
and here and now crumple, falls in the venture (Meggision, 1992). Numerous financial specialists have looked for an 
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Abstract: 
This study examines the impact of human resource management on banks employees’ sustainability development in Ado-
Ekiti. This study adopts the survey design. The population comprises all human resources in commercial banks operating 
Ado-Ekiti. The branch managers and senior officers of the 16 banks were selected using convenient sampling; a non- 
probabilistic sampling technique were selection of subjects are conveniently accessible and their proximity to the researcher 
with 3 respondents from each bank. All the responses are collected on five point Likert scale using a close-ended 
questionnaire. Regression analysis is applied to test the relationship between HRM variables and banks employee’s 
sustainability development using SPSS Version 16. The results indicate that there is a positive and significant relationship 
between human resource management and banks employees’ sustainability development. Based on these, it therefore 
concludes that effective human resource management is indispensible to employees’ sustainable development. However, it is 
study recommended that all banks should adopt and implement the best human resource management practices (human 
resource planning, job analysis, recruitment, selection, compensation performance appraisal and training) for better 
employees’ sustainable development. 
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answer to this terrible circumstance. In this manner, firms have connected on a few hierarchical surveys and x-rayed the 
issue and the route forward. Existing Literature have incredibly evoked the colossal commitments of Human Resources 
Management hones on organizations' performance (Agyapomaa, 2011). The performances of organizations are an 
impression of employees' development. All the more particularly, HRM is guessed to satisfy employees' needs which 
improves great demeanours, and in this manner prompts the employees' development and performance (Edger and Geare, 
2005).  

Regardless, in the journey to accomplish practical upper hands in this tempestuous business condition, 
organizations need to enhance their Human resources to be a contender. Such change requires an estimation of the 
individual centrality of the HRM hones as far as their effects on employees' development. Despite the fact that reviews 
have been led on Commercial banks human asset management rehearses at the level of the head office (Owusu, Antwi, 
Ampadu and Osei-Boateng, 2016), this investigation at that point centers around the examination of the human asset 
management hones and the effect on employees' development at the branch levels in the would like to inspect how HRM 
hones were been led and its relationship with employees' sustainability development.  
The main objective of the study is to examine the impact of human resource management on banks employees' 
sustainability development in Ado-Ekiti, Nigeria, while the specific objectives are: to analyze conceptually how human 
resource management practices affects banks employees' sustainable development in Ado-Ekiti, Nigeria; and to examine 
empirically the relationship between human resource management and bank employees' sustainability development in 
Ado-Ekiti, Nigeria. In consonance with the research objectives, the following research questions were answered: Does 
human resource management practice affect bank employees' sustainability development? Is there any significant 
relationship between human resource management and banks employees' sustainability development? Accordingly, the 
following research hypotheses were tested: Ho1:Human resource management practice does not affect bank employees' 
sustainability development. Ho2: There is no significant relationship between human resource management and banks 
employees' sustainability development. 
 
1.1. Conceptual Review  

Human resource management is a multidisciplinary authoritative capacity that draws speculations and thoughts 
from different fields, for example, management, psychology, social science and financial aspects (Storey, 1992). Human 
resource management went for creating individuals through work (Bratton and Gold, 2001). Human resource 
management incorporates managerial exercises that are related to planning, recruitment, selection, orientation, training, 
appraisal, inspiration and compensation (Story, 1992). Robbins and Judge (2009) total up human resource management 
by five key ideas: rousing, restraining, overseeing strife, staffing and training.  
Human resource management is a comprehensively endorsed idea with the point of dealing with the employees' of an 
organization and is identified with workforce fascination, selection, training, appraisal, and fulfilling (Robbins and Judge, 
2009).  

The impact of chiefs' conduct on the employees' performance is examined by McGregor (1960) in his proposed 
'Theory X – and Theory Y'. Hendry (1995) states that now and again, tolerating the standards of human resource 
management is simply an acknowledgement of human resources as the most basic resources of the organization. In any 
case, in some different cases, it stresses relating the elements of the employees to the organization's procedure. In Janger 
(1977) perspective, HRM might be just mirroring the human resources' significance to an organization.  
Armstrong (2003) trusts that human resources are the most prized resources of any organization who add to the 
organization's accomplishments. He likewise characterized human resource management as the key methodology toward 
dealing with the employees'.  

Ordinarily, human resources were for the most part considered as a cost which must be controlled and limited. In 
any case, it is currently understood that they can considerably add to the organization's monetary performance.  
Sustainability has been subjecting of thought and appearance in the field of management for quite a while. Recently, 
anyway that the connection among sustainability and HRM issues, appear to have gotten consideration, where practical 
human resource management has created distinctive methodologies, in recognizing the advantage of the discernment, 
against the customary HRM, which is a drive towards a feasible development (Ehnert, 2006). Sustainability is a developing 
methodology that advances the utilization of human, regular and monetary resources to enhance the economy, the earth, 
and society in an incorporated path to support present and future age. The idea is a worldwide strategy topic, generally, 
use since 1987 when the United Nation World Commission on Environment and Development characterizes reasonable 
development as "development that addresses the issue of the present without trading off the capacity of future age to 
address their very own issues".  

Human resource management (HRM) alludes to the strategies and practices engaged with doing the human asset 
parts of a management position including human asset planning, job analysis, recruitment, selection, orientation, 
compensation, performance appraisal, training and development and work connection (Aguinis, 2009). HRM is made out 
of the approaches, practices and frameworks that impact employees' conduct, state of mind and performance 
(Altarawmneh and Al-Kilani 2010). The assumed connection between individual performance and hierarchical 
performance has been entrenched in business writing (Appelbaum, Bailey, Berg and Kalleberg, 2000). Mindful of such a 
reality, organizations have been in a condition of consistent look for influences of worker performance. The influences are 
the components that advance or improve the level of representative exertion and exercises identified with his/her work. 
The scan for the influences or factors that upgrade worker performance has dependably been a major worry for 
industrialists and scientists. Taylor's medicines which searched for the 'one most ideal route' of creation connected to a 
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reward bundle which empowered financial man to boost salary was an early endeavour to couple worker inspiration with 
profitability and output (Arogyaswamy and Byles, 1987). 

Aguinis (2009) regard HRM as "involving all management decision that influences the relationship between the 
organization and employees, its human resources (Arthur 1992). HRM practices, in any organizations, are a moderator 
among the technique and approaches of HRM and HRM result. HRM include job analysis, orientation, performance 
appraisal, human resources planning, work relations, selection, recruitment, compensation and training development 
(Bailey, 1993). HR practices and job satisfaction are studied widely in different parts of the world. It is assumed that HR 
practices are nearly associated with job satisfaction (Bartel 1994). Since many researchers' practitioners trust that sound 
HR practices result in a better level of job satisfaction which at last enhances organizational performance (Becker and 
Gerhart 1996). A few researchers centreon the general job satisfaction of employees' (Becker and Huselid, 1999) while 
some satisfaction with pay, promotion, manager, or colleagues.  
 
1.1.1. Selection 
  The HR work framework includes a tight division of work and narrowly designed and specialized jobs. In such a 
framework, limited worker participation exists and personnel strategy determines detailed standards concerning 
profession progression and compensation (Harel and Tzafrir, 1999). One of the clearest expositions of this topic was given 
by Schuler and Jackson (1987). The model was based on the generic aggressive systems outlined by Porter (1980), that is, 
quality enhancement, innovation and cost leadership or reduction. For every procedure, Schuler and Jackson (1987) 
develop an arrangement of 'needed job practices' which fluctuate over a number of dimensions and then recommended an 
arrangement of human asset rehearses that are needed to bring about these practices.  
 
1.1.2. Training 

 According to Harel and Tzafrir (1999), training can influence performance by improving aptitudes and capacities 
relevant to employees' errands and development (Gerhart, 1990). Burke and Day, (1986) indicate that training 
emphatically influences the level of performance of managers (Hamel and Prahalad, 1994). So also, Bartel (1994) finds 
that investment in training helps worker spirit and increases performance. In general, training enables employees' to get 
more noteworthy competencies that are needed to play out their jobs efficiently and successfully (Harel and Tzafrir, 
1999).  
 
1.1.3. Performance Appraisal 

 Employees develop more inspirational attitudes when they get great results. For instance, the level of extrinsic 
rewards (amount of pay) employees' get has been found to be negatively related to turnover level (Harel and Tzafrir, 
1999) The level of social rewards individuals get has likewise been found to emphatically influence job attitudes (Harel 
and Tzafrir, 1999). For instance, the level of social help individuals get from colleagues has been shown to decidedly 
influence their job satisfaction (Jones and Schaubreock, 2004). Management's endeavour to implement an exemplary 
control framework for reducing work costs by unilaterally increasing performance standards and maintaining wages and 
benefits is probably going to be met by strong resistance from a unionized work constraint. Resistances in the type of 
strikes, high grievance rates and adversarial work relations have been found to be greatly exorbitant to firms in term of 
productivity and quality.  
 
1.1.4. Worker Participation 

 HR professionals must spotlight on continuous innovation by responding decidedly to new ideas and constantly 
keeping track of new trends. Innovative HR interventions, designed to ensure that individuals respond spontaneously to 
the basic demand of the organizations, can possibly build a sound and fruitful organization (Noe, Hollenbeck, Gerhart and 
Wright, 2007). Today, the organizations that essentially pursue the traditional ways to deal with managing individuals, 
obsessed with the setup HR framework that they have, seem, by all accounts, to be destined to perform at a mediocre level 
or more terrible (Lengnick-Hall C. and Kengnick-Hall M. 1988).  

Organizational help is defined as "the extent to which employees perceived that the organization valued their 
contribution and cared about their prosperity" (Eisenberger, Huntington and Sava, 1986). The help that is provided by the 
organization is directly related to employees' performance. Employees exchange their genuine exertion for more 
noteworthy consideration, concern and bolster they received from their organization (Eisenberger, Huntington and Sava, 
1986).  
 
1.1.5. Vocational Planning 
  Some studies have revealed that developing a sense of equity on employees can increase satisfactory, 
commitment, exertion and performance (Folger and Cropanzano, 1998). According to Chatterjee and Pearson (2000), HR 
practitioners currently uphold hones that are in keeping with individual want and in addition the organizations' 
requirement (Chatterjee and Pearson, 2000).  

The rationale that the human asset arrangements and practices of the firm have implication for the creation of 
upper hand by providing the organization with a unique wellspring of talent that is difficult to reproduce has been 
prevalent for a long time (Chatterjee and Pearson, 2000). This view has been recognized and followed up by academics 
and practitioners. For instance, Bailey (1993) contends that human talent is often 'under-utilized' and that organizational 
exertion from employees are probably going to provide a wellspring of upper hand that cannot be effortlessly replicated 
by contenders (Bailey, 1993) Internal work showcases that provide an opportunity for employees to advance within a firm 
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and group-based production frameworks (Locke, 1976) are for the most part types of work organizations that have been 
argued to emphatically influence firm performance. In addition, it has been argued that the provision of job security 
encourages employees to work harder (Locke, 1976).  
 
1.1.6. Compensation 

 Industrialists and researchers have been in constant look for variables that influence representative development 
(Chatterjee and Pearson, 2000). In his initial endeavour, Taylor (1911) has suggested prescriptions which looked for the 
'one most ideal route' of development attached to a reward bundle which enabled 'economic man' to amplify income in 
return for his extraordinary exertion. This was an early endeavour to couple representative motivation with development 
(Porter, 1980)  
 
1.2. Human Resource Management and Employees' Sustainability Development  

The relationship between human resource practices and employees' development is an increasingly researched 
subject in human resource management (Edger and Geare, 2005; Farid and Khayal, 2015). All the more particularly, 
Human Resource Management is supposed to follow employees' needs which enhances great attitudes and subsequently 
leads to development (Edgar and Geare, 2005). This is in synch with social exchange hypothesis (SET) which contends that 
HRM rehearses provides positive and relevant exchange relationships among employees and boss – particularly when the 
needs of individual specialists are considered – to which employees respond with great attitudes and conduct (Gould-
Williams and Davies, 2005).  

Visitor (2002) has demonstrated that the effect of HRM on employees' and organizational development depend 
upon responses of specialists towards HRM rehearses. Along these lines, the effect of HRM hones move in the direction of 
the perception of employees. Qureshi, Tahir, Syed, and Mohammad. (2007) concluded that HRM hones are emphatically 
correlated with employees' development and performance.  
 
2. Methodology  
 
2.1. Research Design  

The reason for our research is to examine the relationship between human resource management and employees' 
sustainability development. The population involves the entire workforce of the 16 business banks operating in Ado-Ekiti 
city. The branch managers and senior officers of the banks were selected using convenient sampling; a non-probabilistic 
sampling technique where a selection of subjects are conveniently open and their closeness to the analyst with 3 
respondents from each bank. Essential data were used for the analysis. Responses are gathered from the 16 banks 
operating in Ado Ekiti city. The branch Managers and senior officers provided the information regarding human asset 
management in their banks. Data were collected through the administration of the structured questionnaire. The 
questionnaire consists of 30 close-ended questions. The questions measure the employees' selection, training, 
performance appraisal, vocational planning, worker participation, compensation and employees' sustainable development. 
Five point-Likert scale approach was adapted to rate response by respondents. The responses were rated as Strongly 
Agree (SA), (Agree), Neutral (N), Disagree (D), and Strongly Disagree (SD). The dependability of the examination 
instrument was tested using Cronbach's alpha. Descriptive measurement generated by SPSS version 16 was utilized. The 
factual analysis included regression analysis which was used to determine the relationship between human resource 
management (independent variables) and employees' sustainability development (dependent variable). The findings were 
presented in tabular formats. 
 
2.1.1. Reliability Test 
  
2.1.1.1. Case Processing Summary 
 

 N % 
Cases  Valid 
Excludedα 

Total 

48 
0 

48 

100.0 
.0 

100.0 
Table 1: Reliability Statistics for HRM Subscale 

a. Listwise Deletion Based on All Variables in the Procedure 
  
2.1.2. Reliability Statistics 
 
 
 
 

 
Table 2: Show the Cronbach’s Alpha Value to Be 
0.735 For the HRM Subscale, the Value Depicts a 

Reasonably Reliable Subscale 
 

Cronbach’s Alpha N of Items 
.735 16 
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2.1.2.1. Case Processing Summary 
 

 N % 
Cases       Valid 

Excludedα 
Total 

48 
0 

48 

100.0 
.0 

100.0 
Table 3: Reliability Statistics for Employees’ Sustainable  

Development Subscale 
a. Listwise Deletion Based on All Variables in the Procedure 

 
2.1.3. Reliability Statistics 

 
 

 
 
 

Table 4 
 
  From Table 4, the Cronbach’s alpha value of 0.869 is indicative of a reliable subscale assessing employees’ 
sustainable development. 
  In summary, the Cronbach’s alpha test has shown the 30 questions in the questionnaire are reliable and internally 
consistent, while each subscale is also reliable and internally consistent. 
 
3. Summary of Qualitative Findings 
  The following is a summary of the findings from the qualitative aspect of the research. 
 
S/N Question Responses of Respondents 

1 Does selection emphatically influence 
employees’ sustainability development? 

Selection is decidedly related to employees’ 
sustainability development especially when the 

selection was done within the due procedure and 
principle of selection. 

2 Does training sway employees’ sustainability 
development? 

Employees’ perform successfully and efficiently 
through training opportunity given to them by the 

human resource management department. 
 

3 
Can you say that, performance appraisal is 

decidedly related to employees’ sustainability 
development? 

Appraisal practice is a pointer on the capacity on the 
job until now performed. It also points out where 

employees’ need to improve upon. That shows that it 
relates to employee’s sustainable development. 

4 Is profession planning emphatically related to 
employees’ development? 

Every employee aimed at developing a vocation by 
putting up their best in order to be promoted. 

5 Is compensation decidedly related to 
employees’ sustainability development? 

Compensation is term as security to employees’ 
when an organization has compensation bundle. It 

encourage the development of its employees, hence, 
we can say that compensation relates with 

employees development. 
 

6 
Is employee participation decidedly related to 

employee’s sustainability development? 
Employee’s participation increases self-assurance 

and job satisfaction, it relates with employees’ 
sustainability development. 

Table 5: Summarized Responses of Interviewees 
 

In the subjective analysis conducted through semi-structured interviews, every one of the bank's managers and 
senior officers responded to the six questions and their different responses demonstrate that human resource 
management has significant and positive effects on employees' sustainability development. 
 
3.1. Test of Hypothesis 

 H02: There is no significant relationship between human resource management and employees’ sustainability 
development. 

 
 
 
 
 
 

Cronbach’s 
Alpha 

 
N of Items 

.869 14 
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Group Number of 
Respondents 

Computed 
mean (x) 

Computed r p-value Critical 
value 

Decision 

Human Resource 
Management 

48 3.41  
 

0.765 
 

 
 

0.000 

 
 

Nil 

 
 

H0 is rejected Employees’ 
Sustainability 
Development 

48 3.17 

Table 6: The Relationship between Human Resource Management and Employees’ Sustainability Development 
 
  Table 6 shows that the computed value of r is 0.765, and the p-value is 0.000, which shows a significant result. 
This leads to the rejection of the H0, which states that there isno significant relationship between human resource 
management and employees’ sustainability development  
 
4. Discussion of the Results 

The outcome presented in table 6 indicates that there is a strong relationship between human resource 
management practices and employees' sustainability development. The finding of the study in tandem with the aftereffects 
of Qureshi et al. (2007) that human resource management practices of the firm is emphatically correlated with employees' 
development and performance.  
 
5. Conclusion and Recommendations  

From the findings of this research, it is noteworthy that in today's unpredictable and increasingly innovative 
business environment, the study's result bolsters the conventional wisdom that employees are the most important 
resource of a business organization and that a successful routine with regards to Human Resource Management Practices 
to develop and tap this invaluable potential of employees will save the eventual fate of businesses. The significant 
relationship that the examination inspires between the selected HRM practices and employees' sustainable development is 
in the help of the different comparative studies and this hence should be indicative to specialists and business 
practitioners crosswise over the board, not to downplay the importance of HRMP as a key apparatus to achievea similar 
advantage.  

Based on the findings of the study, the following are recommendations for the Branch Managers and other senior 
officers of banks in Ado-Ekiti, Nigeria:  

 Selection of employees should be done according to the standards and morals  
 Employees should be provided with adequate training and development projects  
 The bank senior officers should maintain a continuous interaction with the employees by updating them on the 

bank's strategies, procedures and decisions. Management likewise needs to keep the employees very much 
informed on new developments since all around informed employees settle on sound decisions, remain motivated, 
productive and feel like an individual from one family in the bank.  

 Each bank should have a legitimacy based motivation framework, Putting set up good and reasonable 
remuneration/reward framework that would specialists to wind up more motivated to accomplish larger 
amounts of performance.  

 Bank management should explain their HRM hone unmistakably in a modified shape. 
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