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Abstract

The study examined the impact of recruitment and selection practices on employees’ performance
of selected deposit money banks in Nigeria. Survey research design was used to obtain primary
data from 126 sampled managerial staff of the largest six deposit money banks (DMBS) through a
four point likert scale questionnaire. Hypothesis were formulated and subjected to linear regression
statistical test at five percent significance level with the aid of Statistical Package for Social Science
(SPSS). Results showed that recruitment and selection practices have significant impact on employ-
ees’ performance of the selected DMBs. The study concluded that recruitment and selection practices
of the DMBs is a potent tool explaining the performance of employees in the deposit money banking
industry in Nigeria. The study therefore recommended that recruitment programmes of DMBs must
be properly planned and flexible as this affects the quality of prospective staffs that eventually emerge
from the selection procedures and their consequent performance on the job.

Keywords: Deposit money banks, Recruitment, Selection, Employee performance, Human resources,
Nigeria.

Introduction

Service based firms like the banking require human resources as constituting the most
important factor of production. The importance of the human asset is further underscored
by its strategic nature given that decision and utilization of other factors of production
are taken by personnel of a business concern (Cole, 2005). Thus, human activities within
the organization in terms of the qualities of decisions made, risk-taking, innovation and
initiatives will have direct impact on the performance of the organization. The centrality
of the human factor of an organization therefore necessitates that the process of its ac-
quisition be well-managed to ensure achievement of desired objective of personnel per-
formance. Perhaps two important and early stages of the human resource process which
have attracted little attention are recruitment and selection (Elsaid, 2013).

In Nigeria, like many other African countries, where there is high rate of unemployment
and people are willing to accept job offers that may not relate to their field of specialization
but to just earn a living, it becomes important for organizations to use scientific processes
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of attracting the right pool of applicants and selecting those that best fit the job and the
organizational needs. The process should also be such that predicts performance of the
prospective personnel when they are eventually placed on the job.

The Nigerian banking industry following the Central Bank of Nigeria interventions and
reforms have witnessed growth. This growth also necessitated increase in the number of
branches and branch network of the surviving deposit money banks and attendant need
for more employees to occupy new positions thrown up by the increased branch network
(Ejifor, 1989). The scenario meant that the banks needed to put in place mechanism for
attracting the right caliber of people to join its workforce. In response to this demand,
many banks had resorted to use of external contractors to outsource certain human
resource functions to (particularly recruitment and selection process). While this is the
common practice for entry level staff, the same cannot be said of experienced and mana-
gerial level cadre where use of referrals is gaining weight.

The recruitment process involves those practices and activities carried out by the or-
ganization with the primary purpose of identifying and attracting potential employees
(Breaugh & Starke, 2000) and has long been regarded as an important part of HRM as it
performs the essential function of drawing an important resource — human capital into
the organization. The recruitment and selection of an effective workforce consequently
can be viewed as central to the success of an enterprise and a key function in HRM.

Recruitment is primarily concerned with the process of generating a pool of capable peo-
ple to apply for employment to an organization and is closely connected with the selection
process; the process by which managers and others use specific instruments to choose
from a pool of applicants a person or persons most likely to succeed in the job(s), given
management goals and legal requirements (Bratton & Gold, 2003). Effective selection
processes allow both the candidate and the organization to properly assess the degree to
which the candidate fits the job specification. Selection is an opportunity for companies
to choose candidates that they believe are most suitable for the job. Bohlander and Snell
(2010) define selection as a process of choosing individuals who have relevant qualifica-
tions to fill existing or projected job openings. Ofobruku and Iheabunike (2013) defined
selection as the process choosing the person(s) form the pool of potential candidates who
meet the requirement of the vacancies identified in the organization. It is as a result of
the above development that this study seeks to examine the impact of recruitment and
selection process on employees’ performance.

Improper structure of organizational framework on recruitment and selection poses prob-
lem as it can have negative impact on employees’ job productivity in Nigeria. The truism of
this assertion has been largely neglected by past researchers. The present inability of or-
ganizations to attract and engage best suitable employees with the right knowledge, skills
and altitude to steer the day to day operation of the business, high turnover of employee
and how best recruitment practices can impact positively on employees’ performance in
banking industry is the major focus of this study.

Problem Statement

Recruiting employees, especially in the Nigerian industry can be a very costly exercise.
This is partly because deposit money banks in Nigeria are large organizations with wide
spread of branch networks, thus requiring large pool of employees centrally recruited
and selected. When the right people are employed for the job, they produce good results
and also tend to stay with the organization longer. Coincidentally, the duo of recruitment

2



ERJSSH 8(1), July 2021

and selection are the bedrock of human resources (HR) functions; unless a bank has the
right employees, it will not be able to deliver quality services, hence poor organizational
performance (Gordon and Stevens, 2004). Attracting and selecting the right prospective
employees with the appropriate skill set is a daunting task for many organizations in labor
market today. Since there is short supply of industry-tailored trained graduates in Nige-
ria, competition for the few ones is ever-present (Sriwongwanna (2009).

To cope with this challenge, Nigeria deposit money banks have been adopting different re-
cruitment and selection strategies to staff afloat. While many have been recruiting through
third parties like independent HR management companies who perform this function for
them and turn in only selected candidates who are in turn offered jobs by the banks, a
small fraction of these DMBSs recruit directly. Whether this strategy, although cost saving,
is competitive given that the same outsourcing companies are vendors to competing firms
in the industry (Ofobruku and Theabunike, 2013).

The banking industry is known to have several multi-layer screening and selection proce-
dures. This partly stems from the fact that the recruiting company is not the employing
organization and is likely to reduce the pool of applicants to the best suited ones. Howev-
er, the employing organization, DMB may only have one contact, usually at the final selec-
tion stage with the prospective employee. Although, the selection process is multi-stage,
few minutes’ contact may be too short to make an objective assessment of an applicant.

This study works with the following hypothesis

HO: Recruitment and selection policies do not have significant association with employ-
ees’ performance in the Nigeria deposit money banks

H1: Recruitment and selection policies have significant association with employees’ per-
formance in the Nigeria deposit money banks

Literature Review

Organizational recruitment and selection process are important in building block of an
organization and are also the factors that lay the foundation for effective performance. In
the workplace, recruitment and selection process play important roles as they contribute
to a sustained increase in employees’ productivity (Cole, 2005). Recruitment involves the
process of attracting candidates to fill positions in an organizational structure. The posi-
tion’s requirements and their tasks must however have been clearly identified. Stonner,
Freeman and Gilbert (2000) stated that the purpose of recruitment is to provide a group
of candidates that is large enough to allow managers choice of the employees they assume
to best fit the positions available to be filled in the organization structure.

Hannagan (1995) noted that the recruitment process involves the examination of the
requirements for filling the vacancy (particularly in relation to job and person specifica-
tions); consideration of the sources of suitable candidates, drafting job advertisements
and selecting media suitable to carry them; assessing appropriate salary levels for em-
ployees; and arranging interviews and other aspects of selection. A good recruitment pro-
gramme is one that is properly planned and well managed as poor recruitment process
could lead to the selection of poor applicants. Jovanovic (2004) reported that through the
recruitment process, it is possible to identify the best candidate among all the candidates
and that recruitment process has always been the valuable practice which plays an im-
portant role in HRM and leads to organizational success. Sriwongwanna (2009) noted that
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outsourcing human resource functions such as recruitment and selection is a new trend
and it is affecting the future human resource strategy in a very positive way. This practice
is also common in the Nigerian banking industry.

Where there are several job applicants for an opening, managers must decide which is the
most qualified to fill the position. This is the task involved in selection. Thus, selection is
the process seeks to ensure that those recruited individual will best be able to help pro-
mote the achievement of organizational goals. Stonner, Freeman and Gilbert (2000) posit
that the selection process is a mutual process whereby the organization decides whether
or not to make a job offer and the candidate decides whether or not to accept it. From
the forgoing, it is clear that, selection is usually made from among many applicants that
have applied for positions and meet the organization and job requirements. It is important
to maintain a fit between the person and a job. This is facilitated by drafting a ‘person
specification’ defining the background, education, training, personality and other charac-
teristics of the ideal candidate.

Although there is no standard procedure adopted by all firms, selection process involves
a set of hurdles applicants are taken through to ascertain which ones best meet orga-
nizational need. In Nigeria, it is not uncommon for a typical selection process to consist
of preliminary interview, tests, regular interview(s), reference check, medical check and
placement.

The initial or preliminary interview is usually quite short and has as its objective of elim-
inating the obviously unqualified. Among others, applicants may be asked why they are
applying for a job with the particular organization; salary requirements are ascertained
and an idea of education and experience can be obtained. Reference check help the hiring
manager to obtain information about past behavior of applicants and to verify the accu-
racy of information given on the resume of the applicant. Cole (2005) observed that most
public sector organization tend to take up references before short listed candidates are
called for interview; while private sector organization tend to take them up after the can-
didate has been interviewed and a provisional offer of appointment made.

The next step in the procedure is usually to conduct tests. The tests may range from cog-
nitive to personality test among others. While cognitive tests are meant to ascertain the
reasoning and inferential capability of a candidate, personality tests usually seek to know
the personality profile and predict the behavior of the candidate in given circumstances.
Regular interview is probably the most widely used single method of selection. It affords
managers to further clarify grey areas that application resumes and tests may not ade-
quately answer. Because the interview is highly subjective in nature, it is usually fraught
with different kind of biases.

Different past studies have attempted to ascertain the usefulness of recruitment and
selection process to an organization by studying its impact on organizational outcomes.
Ofobruku and Theabunike (2013) assessed the impact of recruitment practices on per-
formance of firms in the hospitality industry within Abuja metropolis. Primary data were
collected from directors, managers, and supervisors drawn from twelve hospitality organi-
zational units cutting across four numbers each of the three different grade of the hospi-
tality industry in Nigeria (five star, three, one). Analyses of the data from the questionnaire
showed that recruitment and selection practices are important to the performance of the
study firms. Data gathered were analysed using weighted mean factor. The study recom-
mended that for hospitality business to be successful it must adhere to keeping good staff,
gain employee and guest/customers loyalty that improve their market share, this can be
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achieved through the employment of best practice in employee.

Asiedu-Appiah et al. (2013) investigated the recruitment and selection practices of Small
and Medium Enterprises (SMEs) in Ghana. A questionnaire survey was to collect data
from two hundred and fifty-eight (258) respondents. The study sampled owner/ managers
and all employees of the selected micro and small firms. Using correlation analysis with
the aid of SPSS software to analyze the data collected, the study revealed that majority of
SMEs do not follow formal recruitment and selection practices. It was also evident that
existing recruitment and selection practices were not systematic and lacked consistency
as these practices were based on the understanding of owner-managers who had little or
no expertise in the subject. The findings indicates that an understanding and adoption
of formal and context specific aspects of recruitment and selection practices by owner/
managers will help position the SME’s at the forefront of socio-economic development.

Given the poor performance of SMEs in Kenya, Omolo, Oginda and Oso (2012) examined
the effect of recruitment and selection of employees on their performance poor in the last
decade and found that there was a significant positive relationship between recruitment
and selection, and performance of SMEs. The study that the reported average perfor-
mance of SMEs with good recruitment and selection was higher than firms with poor
recruitment and selection practices. Similarly, recruitment and selection accounted for
40.8% of the total variance in performance of SMEs.

Mustapha, Ilesanmi and Aremu (2013) examined the impacts of well-planned recruitment
and selection process on corporate performance in Nigerian banking industry. The analyt-
ical tools used in their study were regression analysis and analysis of variance (ANOVA) to
determine the relationship between a well-planned recruitment and selection process on
corporate performance. Findings revealed that there is a significant relationship between
recruitment and selection based on merit and organizational performance; that effective
recruitment and selection is a key to organizational commitment; that a well-planned re-
cruitment and selection contributes to organizational performance.

Zirra, Ogbu and Ojo (2017) examined the impact of recruitment and selection strategy on
the employee performance in the real sector in Nigeria using descriptive survey research
design. T-test analysis of the hypothesis revealed that the use of recruitment agency
and internal employee recommendation in the recruitment/selection process enables or-
ganization to recruit committed and productive employees. Their findings reported that
the recruitment through the influence of host community may be counterproductive to
organizational efficiency and thus recommended that organizations use of independent
agencies in recruiting and selection in a transparent manner.

Chukwu and Igwe (2012) investigated the effect of selection process on organizational per-
formance in the Brewery Industry of Southern Nigeria. The data obtained were analyzed
using frequency tables and the values expressed in percentages. Pearson Product Moment
Correlation was used for testing the hypotheses and t-test was used for testing the level of
significance of correlation coefficient at 5% error and 3-degrees of freedom. The findings
of this study are indicative that there is a positive relationship between employment tests
and creativity. It was also found that there is a positive relationship between Selection
process, Organization performance, Employment tests and Selection interview.

Similarly in an earlier study, Ekwoaba, Ikeije and Ndubuisi (2015) in a case study investi-
gated the impact of recruitment and selection criteria on performance of a deposit money
bank in Lagos, Nigeria as focal point. The analyses of 130 responses obtained through a
questionnaire administered to randomly selected respondents revealed that recruitment
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and selection criteria have significant effect on organization’s performance and concluded
that the more objective the recruitment and selection criteria is, the better the organiza-
tion’s performance.

Adeyemi, Dumade and Fakare (2015) assessed the impact of recruitment and selection on
organizational performance with analysis of primary data obtained from selected staff of
a single branch deposit money bank the use of questionnaire. The results indicated that,
advertising of job vacancies to general public, use of employment agent(s) and employee
referrals are mostly the mode for recruiting potential employees in the sector. It was also
realized that the method used recruiting and employee selection process is effective and
helped improve employee performance. The authors recommended that potential employ-
ees should be treated fairly in the recruitment and selection process.

Omolo, Oginda and Oso (2012) investigated the effect recruitment and selection on the
performance of SMEs in Kisumu Municipality, Kenya. Kenya has 1.6 million SMEs, con-
stituting 96% of business enterprises, employing 75% of the labour force and contributing
20% to GDP but their performance have been poor in the last decade. Thus, the study
attempted to determine the suitable recruitment and selection strategies that can in-
crease their performance. The study found that the overall average performance of SMEs
in Kisumu Municipality was 60.71%. There was a significant positive correlation between
recruitment and selection, and performance of SMEs at a = .01. The average performance
of SMEs with good recruitment and selection was 81.90%; with moderate was 67.94%,
with poor was 53.90%. Recruitment and selection account for 40.8% of the total variance
in performance of SMEs. The study concludes that recruitment and selection has a signif-
icant effect on the performance of SMEs in Kisumu Municipality.

The study of Onyeaghala and Hyacinth (2016) attempted a comparative analysis between
the performance of the private and public sector in Nigeria trying to implicate employment
and selection processes as a determinant. While selection process was the criterion or
explanatory variable, employee productivity was the predictor variable. Using a survey de-
sign with questionnaire as method of data collection, analysis of data from 216 respon-
dents randomly drawn from a private and public organization in Makurdi, Benue State
revealed that although the factors influencing selection process in private and public
sector organizations are similar, there is a significant difference between the selection pro-
cess employed by the private and public sector organizations and their productivity they
achieved by employing such selection process. The study therefore recommends that, for
firms to have healthy and suitable employees capable of achieving high productivity, they
should focus only on objectives factors that have direct link with employee performance
when hired.

Elsaid (2013) explored the effects of human resource management on overall organiza-
tional performance. The researcher employed both descriptive and exploratory design
which address the reasons behind organizations refrain from outsourcing its recruitment
function. A survey conducted on a sample of 36 top managers from Egyptian and Non-
Egyptian companies operating in various fields in Egypt revealed that 55% of these com-
panies were involved in recruitment outsourcing. A contrary to logic result found that the
cost reduction factor was not perceived by Egyptian managers as a valuable reason to
outsource their recruitment function.
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Methodology
Research Design

This research is mainly descriptive in nature, using a cross-sectional research survey
design for collection of primary data. This was to enable us study the phenomenon as it is
without manipulating the variables. Other past researchers (Gordon and Stevens, 2004)
have also employed survey design because it involves meeting with the target population
to obtain the opinions on the variables of concern.

Target Population

The managerial level staff deposit money banks (DMBs) in Lagos formed the target pop-
ulation for the study. This category of staffs is more involved in operational and strategic
decision making such as recruitment and selection (Bratton and Gold, 2003). More so,
they are usually involved in selection panels for the banks when conducting the exercise.

Sample participants and sampling techniques

We surveyed a total of 147 managerial level employees of six selected deposit money
banks (DMBs) in Lagos. Lagos state was purposively chosen as over 90% of the headquar-
ters of DMBs are in Lagos state. Like we noted earlier, this exercise are usually conducted
centrally at the headquarters. The respondents were selected through a convenience sam-
pling procedure with online survey instrument specially designed for the study.

Instrument and Data collection procedure

With interactions with some of the managerial staff in the industry, we requested our ini-
tial contacts to recommend and send the online survey link to other colleagues who met
our sample requirement in the selected DMBs. We purposively selected six of the total
regular and interest-based DMBs based on branch network. This is because the more
the branches, the more personnel staff that will be required to service them and conse-
quently better recruitment and selection practices resulting from learning curve (Gordon
and Stevens, 2004). Our respondents were asked to respond to the study statements
arranged with a Likert scale of 1 to 4, where 4 indicates strongly agree and 1 indicates
strongly disagree with the statement. We used a four point Likert to avoid the controver-
sies trailing an odd point scale with midpoints usually coded as indifference. In all, the
instrument has a total of 17 items apart from the demographics. While recruitment and
employee performance each had five items, selection had seven items. The questionnaire
was self -constructed and validated accordingly. Thus primary data was obtained from
126 respondents comprising of managerial level staffs drawn across human resources,
operations and marketing departments of the DMBs.

To determine validity of the research instruments employed for the study, the content and
expert validity were used. In achieving expert validity, the instrument was reviewed by two
experts in academia and one HR professional. Suggestions and the correction were then
incorporated accordingly, to validate the content. We achieved content validity through a
pilot study where a test-retest method was employed. The test-retest method was used to
test for the consistencies of the instruments. Copies of the instrument were administered
twice to a group of 25 respondents did not form part of our sampling frame within a two
week interval. The results from the first and second administration of the instrument were
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correlated. A Cronbach alpha coefficient of a=0.72, 0.86 and 0.83 were obtained respec-
tively for recruitment, selection and employee performance respectively.

Data analysis Procedure
Primary data obtained in the survey was analyzed through descriptive statistics in the
form of charts and tables in percentages. Furthermore, sample t-test and multiple regres-
sion analysis were used to answer the research question and test the study hypothesis

at 5%.

Model Specification

EP = (RM)
EP=8,+B,RM +u

EP = (SL)
EP=8,+B,SL+u

EP= (RM, SL)

EP= B0 + B1RM +B2SL + u
Where:

EP represents Employee Performance;

B, is the constant term;

B, , B, are the coefficient of the estimator;
B,,B,>0;

RM = Recruitment;

SL= Selection;

B is the error term.

For the a prior expectation, it is expected that recruitment and selection will have positive
effects on employee performance; hence the parameters of a recruitment and selection

should have positive signs.

Results and Discussion
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Figure 1: Analysis of respondents by DMB

Source: Field Survey
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The participating DMBs are shown in Figure 1 above. The figure also gave a description

of statistics of the number of respondents per DMB that participated in our survey. While

Access bank had the highest number of respondents, Zenith bank had the least.
Results

Table 1: Cross-tabulation of Employees performance

High Low Total
Male 61 16 77
Female 32 17 49
Total 93 33 126

Mean score of 34.5 was used as bench mark based on the scores obtained from the ques-
tionnaire. Employees with scored below the means score were categorised as low perform-
ers while those with the mean score and above were recorded to have high performance.
The result in table 1 shows that 93 (73.81%) of the employees have high performance,
while 33 (26.20%) of the have low level of performance. Hence, it is inferred that bank
employees are on the average performing at high levels. Although, the table also informed
that male staff of the banks are recording higher performance than their female counter-
parts. This is evident when a comparison on the percentage of males having high perfor-
mance is compared to that of the females.

Table 2: Difference between old generation and new generation banks on level of em-
ployee performance

Bank Category N Mean SD Std Error df. t Sig. of t
Old Generation 42 17.46  3.136 483 125 3.620 .063
New Generation 84 20.83 4.721 .515

In Table 2, we again tested if there is any statistically significant difference in the level of
employee performance of old generation DMBs and the new generation DMBs. The table
revealed a non-significant outcome (t=3.620, p > 0.05) with the mean score of 17.46 for
old generation banks and 20.83 for new generation banks. This implies that the observed
difference between employee performance of old and new generation banks is not signifi-
cant. We thus test our hypothesis on the association between the recruitment and selec-
tion practices in the industry and employee performance.

Test of Hypotheses

H,: Recruitment and selection policies do not have significant association with employees’
performance in the Nigeria deposit money banks.

H,: Recruitment and selection policies have significant association with employees’ perfor-
mance in the Nigeria deposit money banks.

Variable Coefficients T Sig

Constant 2.632 3.361 0.017
RM (1) 5.901 5.454 0.003
SL (2) 7.923 2.731 0.001
Adj. R2 = 0.452 F-Stat. =74.127 0.005
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Source: Researcher‘s fieldwork (2018)

Table 3 indicates that both recruitment and selection process jointly have a significant
combined effect on employee performance in the selected DMBs in Nigeria, with F stat of
74.127 and probability value of 0.005, which reveals that the two variables have a positive
and significant combined effect on performance of the employees of DMBs at 5% level of
significance. The adjusted coefficient of determination (Adj. R2) indicates that the duo of
recruitment and selection account for 45.2% variation in performance of employees in the
sector.

Discussion of Findings

The results of the test of hypothesis shows that recruitment and selection policies have
significant impact on employees’ performance in the selected DMBs. This means that with
appropriate recruitment and selection processes in the DMBs, the right employees with
the right sets of skills capable of performing organizational roles are more likely to be em-
ployed. However, where informal, subjective factors are the basis of selection even where
a good recruitment programme is used by the DMBs, performance of the employees when
eventually hired are likely to be sup-optimal. This is because recruitment/selection has
high predictive power of employee performance. This finding agrees with the conclusions
Adeyemi, Dumade and Fakare (2015), Zirra, Ogbu and Ojo (2017) and Ekwoaba, Ikeije
and Ndubuisi (2015).

The findings show that effective recruitment and selection practices have enhanced the
productivity and competitiveness of every organization (Asiedu-Appiah, Aduse-Poku &
Abeeku-Bamfo, 2013). However, the process of gathering prospective employees and the
subsequent hurdles to take them through in order to ascertain which ones best suit the
organizational needs are often seen to be Siamese twins. The relative ease, accuracy and
effectiveness of the selection phase is inherently dependent on the quality of applicant
attracted. The result of effective recruitment and selection can be reduction in labour
turnover, high employee morale and improved organization performance (Ofobruku &
Theabunike, 2013). The recruitment and selection process thus forms the first stage of
the psychological contract between applicants and organizations, where information is
mutually exchanged and role expectations are clarified and negotiated (Cordon & Stevens,
2004).

Conclusion

The most vital asset of every organization under stiff and dynamic competition is its
human capital. Recruitment and selection process are important practices for human
resource management, and are crucial in affecting both employee and eventual organiza-
tional performance. The quality of new recruits depends upon an organization’s recruit-
ment practices, and that the relative effectiveness of the selection phase is inherently
dependent upon the caliber of candidates attracted. Thus, if recruitment and selection
processes are poor, it will be difficult to assign right employee to the right job. Neverthe-
less, recruitment and selection practices have been effective in the selection of employees
for the Nigeria banks even though much needs to be done to enhance it. Recruitment and
selection of employees to a greater extent determines the performance of an institution
and it is of great importance if institutions want to achieve their goals. In line with the
finding of the study, it is recommended that selection of policies of companies should
match the requirements of a job with attributes of candidates.

10



ERJSSH 8(1), July 2021

References

Adeyemi, O. S., Dumade, E. O & Fadare, O. M. (2015).The influence of recruitment and
selection on organizational Performance. International Journal of Advanced
Academic Research. 1(1), 1-36

Asiedu-Appiah, F., Aduse-Poku, O. & Abeeku-Bamfo, B. (2013). An Investigation into
Recruitment and Selection Practices of Small and Medium Enterprises:
Evidence from Ghana. Global Advanced Research Journal of Management
and Business Studies, 2(3), 175-188.

Bohlander G. W & Snell, S (2010). Managing Human Resources. Mason, OH: South-
Western Cengage Learning.

Bratton, J. & Gold, J. (2003). Human Resource Management: Theory and Practice (3rd
Ed.). New York: Palgrave Macmillan.

Breaugh, J. A. & Starke, M. (2000). Research on Employee Recruitment: So Many
Studies, So Many Questions. Journal of Management, 26(1), 405-433.

Chukwu, B. I. & Igwe, A.A. (2012). Effect of selection process on organizational
performance in the brewery industry of of Southern Nigeria. Europian Journal
of Business and Management, 4(14), 103-117.

Cole, G.A. (2005). Personnel and Human Resources Management (Sth Edition), London,
Thompson Learning.

Cordon, J. & Stevens, R. A. (2004). Researching the Small Enterprise. Sage publication:
(London).

Ejiofor, P. (1989). Foundations of Business Administration. Ibadan Africana FEP
Publishers Ltd.

Ekwoaba, J. O., Ikeije, U.U & Ndubuisi U. (2015). Impact of recruitment and selection
criteria on organizational performance. Global Journal of Human Resource
Management, 3(2), 22-33.

Elsaid, A. (2013). The effect of recruitment process outsourcing on creating competitive
advantage for organizations operating in Egypt. International Journal of
Business Management and Administration, 2(1), 001-007

Farhan, A., Akhtar, M., Ali, K., Sadaqgat, M., & Hafeez, S. (2011). Extent of Training in
Banks and its Impact on Employees’ Motivation and Involvement in Job.
Interdisciplinary Journal of Contemporary Research in Business, 2(12), 793-
806.

Foot, I. & Hook, J. (2010). Introducing Human Resource Management, Pearson
education (UK).

Hannagan, T. (1995). Management Concept and Practices, Harlav, Essox Pitman

Publishing.
Jovanovic, B. (2004). Selection and the evolution of industry. Econometrica, 50 (3): 649-
670.

Mustapha, A. M., Ilesanmi, O. A. & Aremu, M. (2013). The impact of well-planned
selection process on corporate performance in Nigeria banking industry (A case-
Study of First bank plc 2004-2011). International Journal of Academic Research
in Business and Social Researches, 3(9), 633-648

Ofobruku, S. A. & ITheabunike, O. B. C. (2013). Assessment of recruitment practice on
organization performance: Empirical study of hospitality businesses in Abuja.
European Scientific Journal, 9(29), 294-305

Omolo, J. W, Oginda, M. N & Oso, W. Y. (2012). Impact of recruitment and selection on
organizational productivity: Evidence from staff of a university in South Africa.
International Journal of Human Resource Studies, 2( 3), 139-150

Onyeaghala O. H, & Hyacinth M. I (2016). Effects of Employee Selection Process on
Productivity in the Public and Private Sectors: A case of Benue State. Business

11



ERJSSH 8(1), July 2021

Economics Journal, 7:273. doi: 10.4172/2151-6219.1000273.

Sriwongwanna, J. (2009). Understanding the impact of outsourcing human resource
activities on employee attitude and behaviour: Murdoch University.

Stonner, A F. Gilbert (Jr.) (2000). Management. (6th Ed.). India: Prentice Hall.

Tanujkic, D., Jovanovic. R. (2012). Measuring a quality of faculty website using ARAS
method. In Proceedings. of International scientific conference on Contemporary
Issues in Business, Management and Education. selected papers, Vilnius
Gediminas Technical University, Lithuania, 15 November 2012. pp. 545-554

Zirra C. O., Ogbu J. O. & Ojo, G. R. (2017). Impact of recruitment and selection
strategy on the employee performance in the real sector. International Journal
of Innovation and Economic Development. 3(3), 32-43

12



