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Abstract: Higher Education (HE) institutions in developing countries have become an area of attention to
scholars in the field of Human Resource Management (HRM), particularly, African countries. Polytechnics are
one of the higher education institutions (HEIS) in Nigeria, yet, they are not incorporated by scholars in their
studies on HElIs, particularly, in Nigeria. This paper presents a study on how polytechnics lecturers perceive
how certain Human Resource (HR) practices as recognized by Boselie et al (2005) found to be well observed
within a Nigerian Polytechnic impact on their performances and then linking them to lecturer competencies
recognized by Robbins et al (2007) and Molefe (2010). Therefore, the research inquires among others
essentially; connection between HR practices and perceived performances of lecturers in Nigerian polytechnics.
The study employed qualitative research methods in its investigation, engaging semi structured interviews, and
then, thematic analysis to analyze data collected. The study revealed that, all the HR practices investigated are
well observed in the institution and have impact on the performances of lecturers. Finally, it was established
while lecturers wholly embraced the HR practices, they are critical of the reward systems and employees’
appraisal practices and therefore need to be enhanced to further improve performances. The main conclusions
drawn from this study are; apart from enhancing the some HR practices identified, students should be involved
to a certain extent, in appraising lecturers’ proficiencies, and also, create an atmosphere for better student-
lecturer relations for the attainment of overall organizational objectives.
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I.  Introduction
1.1 Introduction

Scholars in the field of human resource management (HRM) have conducted a series of studies in this
field and one area that received tremendous attention are studies on human resource (HR) practices with
significant interest on the relationship between HR practices and performance in higher education institutions
(HEIs) in certain developing countries (e.g. Gaertner, and Noller, 1989; Smeenk et al., 2008; Smeenk et al.,
2006b; Shattock, 1999; Deem, 1998). To date, there are debates on the connection between organizational
commitments with HR practices and how the practices impact on performance (Smeenk et al., 2008), yet, it was
found out that, there is exist some differences and similarities in relation to which HR practice has more effect
on job performance among countries (Smeenk et al., 2008).

Anakwe (2002) carried out a study in Nigeria on certain HR practices, and thus, reported that;
performance appraisal, recruitment and selection, and training and development, seem to be the most observed
in organizations. In addition, Olufemi (2009) and Molefe (2010) had conducted studies on HR practices and
performance in some universities in Nigeria and South Africa but did not incorporate polytechnics as a
component of HEIs, which, for example, constitute about 47 per cent (Education, n.d) of HEIs in Nigeria. The
fact that there is little evidence to show how HR practices impact on performance in HEIs in Nigeria,
particularly the polytechnics; it is a motivating factor for exploring that area. Even though, previous studies
reported that observing a bundle of HR practices could have an effect on organizational performance
(Armstrong, 2004), this could not be construed to be relied on, particularly, making reference to polytechnics in
Nigeria, unless there is empirical evidence.

The fact that a polytechnic in Nigeria is the center of this study, it will be of paramount importance to
highlight their disparity with the universities, even though all are HEIs. Firstly, it is practically impossible for
lecturers in the polytechnics to ascend through career progression to professorial positions, irrespective of
academic qualifications possessed and researches undertaken. Again, the laws establishing the polytechnics by
the government empowers them to only provide training on technical and vocational education, and thus, their
focus is providing middle level trained manpower for organizations. Finally, despite the fact that they are HElIs;
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the polytechnics are not empowered to award degrees, even if they have the capacities and resources at their
disposal.

1.2 Significance of the study

HRM practices play a vital role in the attainment of objectives set by organizations, especially in the
service sector (Mathivanan and Nagar, 2013). The HR practices of employee performance appraisal and
recruitment and selection are of tremendous relevance in this context, considering the fact that, polytechnics
provide training to individuals for organizations explore their expertise by engaging them to run their
operations. Despite the fact that scholars reported they found out some similarities and also, dissimilarities, on
how certain HR practices have effect on the quality of lecturers in some countries, yet there are evidences of
commonalities (see Smeenk et al., 2008; Buckson and Watson, 2002; Shahzad, Bashir and Ramay, 2008;
Olufemi, 2009; Ahmad and Shahzad, 2011). Therefore, ensuring that the right type of individuals are recruited
at the right times, and subsequently, appraising their performances on the job, ensures the attainment of
organisational objectives (Adeyeye, 2008). Ultimately, the management of HEIs, particularly, the polytechnics,
lay emphasis on engaging the right calibre of individuals as lecturers, as well as appraising their performances
on the job, to be able to achieve the objective of providing competent middle level manpower to organizations is
achieved are particularly imperative as reported in previous studies (see Shahzad and Bashir and Ramay, 2008;
Guest, 2002; Harley, 2002; Gould-Williams, 2003; Tessema and Soeters, 2006).

1.3 Objectives of the study

Consequently, the primary objectives of this paper are; to investigate how lecturers see HR practices
impact on their skills, whether or not they link a specific practice to improved performance, the degree to which
the three HR practices are observed in polytechnics in Nigeria, and finally, draw conclusions based on the
findings made from the study. It is likely that, findings made will fill in the gap as acknowledged by Olufemi
(2009), as he suggested that polytechnics or other HEIs apart from universities in Nigeria could be engaged for
that purpose.

Thus, other components of the paper are structured as follows; section two delves on reviewing
relevant existing literature on the topic and section three discusses on research methodology engaged. Section
four presents results and discussions, and finally, the last section deals with conclusion and implications.

Il.  Literature Review
2.1 HRM and Performance

Lewin (2007) posit that, HRM encompasses attracting, retaining, utilizing and motivating employees
among other things by organizations. Even though, other scholars view it as an essential element to the
realization of organizational objectives, since it entails managing resources by engaging people — human
resources (Adeyeye, 2008). Thus, Guest (2007) concurring with (Boxall and Purcell, 2000), stressed that, HRM
comprises of policies, particularly, making reference to employment, targeted towards maximizing workers’
commitment, adjustment and incorporating all aspects of operations in organizations, mainly, employment
relations.

Connecting HRM to performance, Boudreau (1991); Jones and Wright (1992), emphasized severally
that, the impact of HRM policies and practices on firms’ performances tends to be a significant area in the fields
of HRM, and other related fields. Consequently, Olufemi (2009) maintained that, the ability to attract, develop
and retain vigorous employees, is a vital ingredient necessary towards maintaining and accomplishing
organizational objectives. Accordingly, Huselid (1995) emphasized,; it is evident that, connection exists between
some HRM practices and enhanced performance and thus, some studies have further confirmed that as posited
by Adeyeye (2008).

Therefore, three out of the HR practices recognized by Boselie et al. (2005) are being discussed below.
Each of these practices incorporates along with them, a variety of activities meant to enhance the competence of
employees.

2.2 HR Practices
2.2.1  Contingent Pay and Reward Schemes

A study conducted by the Chartered Institute of Personnel Development (CIPD) revealed that, a
substantial number of firms took into cognizance, their needs while making decisions on the reward policy to
engage (CIPD, 2007b). No doubt, the ability to sustain strong and committed employees depends on, among
other things, rewards offered and thus, some prior studies (e.g. Fang and Gerhart, 1999) reported connection
between pay and intrinsic motivation. Hence, Marchington and Wilkinson (2008) stressed on reward
management being an essential element that organizations should give consideration to towards HRM.
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Furthermore, Hendry (1994) concur that, it supports a good payment system that will be motivating and
spurring, as a means of employees’ financial policy, in attaining the desired output from employees.

Scholars have confirmed reward systems as being a major element of HR practices reported to have an
impact on the duo of employees and organizational performances (Caruth and Handlogten, 2001; Lawler,
2000a; Lewis, 2006; Gutherie, 2007) and this, has been confirmed by findings of some prior studies (e.g.
Shahzad, Bashir and Ramay, 2008; Frye, 2004).

2.2.2  Performance Management (including appraisal)

Pollit (2006) posit that, performance management has been embraced and practiced by a reasonable
number of organizations as a HR function. While performance management is continuous, performance
appraisal is observed periodically or intermittently, for example; quarterly, semi-annually, annually (Boxall and
Purcell, 2007) and thus, Gilmore and Williams (2009), summed up its aims into three major areas which are;
communication, development and motivation.

Hence, Mondy, Noe and Premeaux, (2002) emphasized that; the essence of performance appraisal is to
support HR managers to be able to successfully carry out HRM functions. In addition, it is likely to enhance
employee performance, given that, the aim is to establish the performance and efficiency of employees (Brown
and Benson, 2003), that is occasionally conducted (Boxall and Purcell, 2007), which thus, support management
in taking decisions related to other HR practices (Mondy, Noe and Premeaux, 2002) since employees know they
are being assessed on their jobs.

2.2.3  Recruitment and Selection

Taylor and Collins (2000) assert that organizations need to be able to recruit proficient individuals, to
be able to achieve organizational objectives, and hence, objectivity should preoccupy the minds of those saddled
with this responsibility. Furthermore, Ahmad and Schroeder (2002) posit that, to ensure continuous
development of both organizational and employees’ performances, there is the need to among other things, the
spirit of teamwork among employees is encouraged, through continuous training, in addition to observing other
HR practices, which ultimately calls for suitable recruitment and selection procedure in finding prospective
employees with these potentialities.

The introduction of new people with new diverse ideas and talents, enhances productivity, and thus, it
was found to have significantly influenced on organizational performances (Terpstra and Rozell, 1993; Huselid,
1995; Delaney and Huselid, 1996) and most importantly, in realizing HRM objectives, selection is fundamental
(Storey, 2007).

Even though (Boxall and Purcell, 2000; Wright et al, 2001b) posit that, some of the methods used in
some previous studies are likely to be challenged, yet, the selection function has been reported to impact on
organizations’ effectiveness (Terpstra and Rozell, 1993; Delaney and Huselid, 1996; Delery and Dorthy, 1996;
Huselid et al, 1997; Madu, Kuei and Lin, 1995).

2.3 Lecturer Performance in Higher Education: Professional Competencies

Lecturers plays a vital role in the attainment of the objectives HEIs were established. Ultimately, the
individual and collective lecturers’ performance is of paramount importance, in the attainment of the objectives
for which the various HEIs established are meant to attain. Lecturers’ performance is in this context referred to
job performance. Shahzad et al. (2011) view job performance as the result of an employee’s effort, to carry out a
certain task(s) within a stipulated period, and for this reason, it is pertinent for organizations to be able to attain
objectives set, ensure effective management of employees’ performances. For instance, Molefe (2010); McCloy,
Campel and Cudeck (1994) had reported that, South African HEIs witnessed major modifications, specifically,
overhauling their HR practices and policies, so as to develop certain experienced, motivated and expert lecturers
thus, exposing lecturers’ jobs to quality assessment and performance management as observed by Mapesela and
Strydom (2004). Hence, scholars are of the opinion that as a result of that peculiarity associated with lecturers’
jobs, their performances is interpreted or appreciated in relation to how proficient they are in their fields, and
which is recognized to have conventional benchmarks for success (Arreola, 2000; Spitzer, 2007; White, 2008).

For this study therefore, the universal dimensions of professional competencies as acknowledged by
Molefe (2010); Robbins, Odendaal and Roodt (2007) are engaged, which are correspondingly basic lecturer
competencies that include; subject mastery, testing (assessment procedures), student-lecturer relations,
organizational skills, communication skills, subject relevance and utility of assignments are used. Thus,
Williams (2002) postulates that competencies are connected with performance dimensions.

Bearing in mind the center and objectives this study strives to achieve, evidence exist lecturers
recognizing some HR practices to have impacted on their performances (Shahzad and Bashir and Ramay, 2008).
Despite the fact that HR managers are expected to provide a mechanism for strong HR practices, to sustain
lecturers (Molefe, 2010), it is essential that lecturers performances are governed in line with generally
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established professional competencies (Arreola, 2000; Spitzer, 2007; White, 2008) so as to ensure satisfactory
performance and quality assessment ((Mapesela and Strydom, 2004) that the lecturers need to be exposed to.
2.4 Performance Dimensions for Polytechnic Lecturers Jobs

Prior studies reported the recognition of numerous indices associated with competency-based thinking
and linked to positions held by lecturers (Arreola, 2000; Spitzer, 2007; White, 2008). Notwithstanding, as earlier
mentioned in previous discussion, seven key lecturer competencies as also acknowledged by Robbins et al
(2007); Molefe (2010) is the focus for this study.

Making reference to performance, Molefe (2010) and (Spitzer, 2007) maintain that, observing any
significant improvements on performance calls for measuring such improvements, and subsequently, applying
the outcome of such measurements which could impact on the duo of the organization and employees. In
addition, it also supports goal attainment ahead of performance gaps (Williams, 2002).

It is evident that performance measurement is significantly concerned with effectiveness in respect to
how objectives set are achieved by organizations (Molefe, 2010) even though, it has been reported to have
positive impact on both organizations and employees, yet, there are debates among scholars on how best to
measure performance in public organizations (Andrews, Boyne and Walker, 2011).

2.4.1  Subject mastery

The ability for the student to learn and understand is dependent among other things, on the expertise
and competence of the lecturer (Analoui, 2007). Hence, it has to be determined if the lecturer has the expertise
and skills to teach in a particular subject area. Arreola (2000) observed that, it is not only competence that
matters but also, organization, interpretation; adjusting and adapting are necessary elements to induce the
learner to comprehend what is imparted. To achieve these therefore, White (2008) suggests that, to enhance
teaching and learning, elements such as innovation, incorporation, diffusion and application of knowledge need
to be engaged.

Therefore, lecturers’ level of competence can be determined by appraising their performances on the
job. Mondy, Noe and Premeaux, (2002) and Brown and Benson (2003) stressed that, the rationale behind
performance appraisal is to determine the performance and productivity of employees, and will thus, assist
management to determine whether or not, a lecturer requires training or retraining to enhance performance
(Bartel, 1995; Iddekinge, 2009).

2.4.2  Testing (assessment procedures)

This element involves mechanism associated with designing, developing and implementing tools and
techniques which is an essential aspect of instructional design (Molefe, 2010). Arreola, (2000) mentioned the
following selected elements considered as significant; a test designing plan of the learning objectives, outlining
curricula for coursework, handout preparation alongside with additional auxiliary resources, engaging
instructional technology; and preparing and enhancing lectures and presentations for the highest instructional
impact.

The feedback students receives from their lecturers on the task assessed, assist lecturers in determining
whether or not, the desired learning outcomes are attained, which is pertinent in this element (Hill, Lomas and
MacGregor, 2003) and for this to be achieved, lecturers need the requisite skills recognized by Arreola (2000).
Hence, possessing the requisite skills by lecturers, call for training and retraining programs be organized and
conducted for them as posited by Boxall, Purcell and Wright (2007) to be able to perform effectively, despite all
challenges associated with the job (Mondy, Noe and Premeaux, 2002).

2.4.3  Student-lecturer relations

Student-lecturer relationship has been reported to have contributed on the performance of students, and
thus, a cordial relationship enhances better performance outcomes (Arreola, 2000). There is the need to provide
a conducive learning atmosphere. Molefe (2010) stressed that, doing this will support and maintain the learning
capability of students, and one way of achieving this is by encouraging students to participate actively in all
tasks, in all subjects being taught, and by so doing, feedback at the rate which students grasps can be determined
(Sinclair and Johnson, 2000). Therefore, for this reason among others, there is the need to appraise lecturers
periodically (Heery and Noon, 2008) which is in tandem with the three aims the appraisal strives to achieve
which are; communication, development and motivation as observed by Gilmore and Williams (2009) as this
could have positive impact on student-lecturer relations.

2.4.4  Organizational skills

The organization and execution of tasks by lecturers falls under this dimension. Molefe (2010) also
emphasized that, providing needed teaching materials, the organization of lectures, and examination
administration and grading among others is one of the skills that should be possessed by lecturers, and thus,
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have impact on the learners’ ability to grasp what is expected to be achieved out of the learning outcomes, in
line with the institution’s rules and regulations, and at the same time, striving to achieve both individual and
organizational objectives (Armstrong, 2004) thereby leading to enhanced performance (Wright and McMahan,
1992).

2.4.5 Communication skills

This is yet another skill that is significant. Mode of delivery determines to what extent the intended
message or context is comprehended. Arreola (2000) posit that, this skill comprises; clarity, getting the attention
of the learners and ensuring that the right materials are used, as well as, demonstrating enthusiasms.
Being one of the reasons for employee appraisal, possessing good communication skills can be from the
interactions that may arise between lecturers and students, on one hand, and lecturers with their heads on the
other. The breakdown of communication could have a severe consequence, as this might affect the objectives of
the institution.

2.4.6  Subject relevance

Molefe (2010) stressed that this element relates to issues regarding to; making provision for the right
instructional materials, making inquiry on modules taught in line with the subject, grading assessments in line
with expected learning outcomes, the method of teaching to be engaged and, provision of the list of
recommended reference materials with textbooks, among others, are important in this dimension. Thus, this is
achievable by keeping abreast with the institutions’ and module’s objectives, by appraising and reappraising
lecturers periodically (Gilmore and Williams, 2009) so as they perform in line with assigned tasks and
objectives set to be achieved (Inyang, 2011; Armstrong, 2004).

2.4.7  Utility of assignments

Molefe (2010) also emphasized here that, as students are engaged, it is of paramount importance that
tasks given to them align with the contents of what is taught, so as to determine if they are grasped and
improved their knowledge, and developmental needs. Furthermore, the contents of what is being imparted
should reflect the environment and socio-economic life within the living environment of the student (White,
2008) and also, to enhance utility, tasks should align with learning objectives motivating and challenging to
students (Layman, Williams and Slaten, 2007). Hence, the right caliber of people should be considered for
engagement as lecturers (Taylor and Collins, 2000), while engaging coaching and mentoring as training
techniques for new recruits (Mondy, Noe and Premeaux, 2002), to be able to achieve the desired outcomes
(Wright and McMahan, 1992; Jones and Wright, 1992; Huselid, 1995).

I11.  Methodology

The method to engage for any study is reliant on the objective(s) the study seeks to achieve and thus,
this study engages the qualitative research methods. This method is trustworthy and authentic (Guba and
Lincoln, 1994) as well as flexible (Mason, 2002a) which makes it possible for unforeseen problems that may
come up be addressed during the research process (Lewis, 2003). Furthermore, this method aligns to my
ontological and epistemological position making reference to the world view | may possess as opined by Denzin
and Lincoln (1994) and will thus, offer meta-analytical foundation to rely upon conducting my study
(Ponterotto, 2005).

Acknowledging the positions of Cohen and Manion (1995) and; Ghauri and Gronhaug (2002), a case
study technique was employed for this study, to investigate the topic, as little or nothing is known about what is
investigated in the institution used for the study. The choice of this technique is in tandem with the position of
Yin (1984) being only three out of other HR practices that are relevant for the attainment of the objectives the
institution was established to achieve are being investigated.

Feedback from interviews conducted were transcribed to reduce the quantum of data, and thereafter,
grouped into main themes. Subsequently, recognizing the position of Coffey and Atkinson (1996), analysis of
data was done thematically, by using the data grouped into categories, bearing in mind the literature reviewed,
and the objectives this study seeks to achieve, by matching the data earlier categorized, to make and report
findings to be able to draw conclusions.

IV.  Results And Discussions
As stated in previous discussions in the preceding sections of this paper, researchers have established
that some HR practices have often been observed in organizations and have impacted on them (Smeenk et al.,
2004; Teseema and Soeters, 2006; Boselie et al., 2005; Carlson, Upton and Seaman, 2006; Shahzad, Bashir and
Ramay, 2008; Ahmad and Shahzad, 2011; Inyang, 2011) though, some have submitted that it has no impact
(Olufemi, 2009). Precisely, it was found out in a study in Pakistani universities, that there is a positive
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connection between a certain set of HR practices on lecturers’ perceived performances, however, performance
evaluation practices are not connected to employee perceived performance (Shahzad, Bashir and Ramay, 2008).
Also, Molefe’s (2010) study revealed that ‘subject mastery’ and ‘research undertaken’ among others, are
essential in determining lecturers’ performances. However, a study undertaken by Olufemi (2009) revealed that
there is no relationship between the usage of HRM best practices and size of universities in Nigeria.
Nonetheless, Huselid, Jackson and Schuler (1997) posit that, there exist indications of the presence of a bundle
of HR practices that impact on the performance of organizations.

At the study site, participants acknowledged certain HR practices perceived to be observed in the
institution. They revealed that employee performance appraisal, contingent and performance related rewards,
recruitment and selection, training and developing involving coaching and mentoring, promotion, and discipline,
are well observed in the institution.

This was confirmed by a principal officer in the institution in the registry, and further stated that, the all
three of the key HR practices being investigated are observed in the institution, and further testified that they
impact on perceived performances of lecturers as reported in some studies (Shahzad, Bashir and Ramay, 2008;
Ahmad and Shahzad, 2011). Lecturers upheld that HR practices being observed are in accordance with the best
HR practices to their knowledge. Specifically, they recognized that these practices have provided for a good the
working atmosphere to operate [Fieldwork interview, 2012].

Firstly, it is established that, organizations motivate their employees by rewarding them (Fang and

Gerhert, 1999), with a good compensation plan, and this, it was observed, sustains and improves their
performances (Shahzad, Bashir and Ramay, 2008).
Participants for this study posited and stressed that, being a public institution; the reward system is determined
by the government. It was however found out that, lecturers are not happy with the disparity in pay with their
colleagues in the universities, even though, all are in the HEIs. Caruth and Handlogten (2001) recognized that,
performance is connected to remuneration, and this concurs with the positions of Shahzad et al. (2008) where
they averred that; poor compensation practices leads to fall in lecturers’ performances, but this seems to be the
major concern of the lecturers in their responses during the interview. This concern was further confirmed by a
principal officer in the registry, ascribing it to the conditions of service and the salary structure drawn by the
government as the proprietors of these institutions. Ultimately, participants indicated that at any given
opportunity, lecturers in the polytechnic opt for the universities because of these disparities.

Secondly, Gilmore and Williams (2009) observed that, there has been a tremendous increase in the use

of HR practice of performance appraisal in organizations owing the relevance linked to it, which makes it
possible for HR managers decide whether or not, employees require some support to be able to achieve
organizational targets based on their performances (Heery and Noon, 2008).
Participants for this study were unanimous in their responses. They posit that, there is an established
performance appraisal method used by management to appraise lecturers’ performances (Field interview, 2012)
and further confirmed that it is done annually; at the beginning of every year to assess the performance of the
preceding year, and this is in tandem with the observation of Boxall and Purcell (2007). In addition, it was also
confirmed from the registry of the institution that, appraisal reports generated, are used to take decisions by
management on staff promotion, among other things, and those found to meet up with the requirements, are
promoted and thus, this motivates lecturers as reflecting improved performance as observed by Brown and
Benson (2003). Again, concurring with the positions of Ahmad and Shahzad (2011), lecturers confirmed the
appraisal as being able to pin point to the management employees’ strengths, weakness and areas of needs, to be
able to enhance their performances, and accomplish organizational objectives. Even though, lecturers were
critical regarding the techniques used in the appraisal as it lacks objectivity, there was no indication that the
management was considering reviewing the appraisal procedure (Field interview, 2012). Precisely, lecturers
indicated great concern where appraisal is done by only one person, and thus, could be biased in reporting and is
one of those issues that Redman and Wilkinson (2009) raised and observed as lack of objectivity and
manipulation of the appraisal exercise, which could have consequence on both the employees, and the
organization. Most importantly, it was observed that outcomes of appraisal were never discussed with
employees (lecturers).

It was also found out that, both the lecturers and HR managers in the polytechnic were against students
partaking in appraising lecturers’ performances. They opined that, students, particularly the weak ones, could be
biased in their appraisal, which will thus, affect the outcome of the exercise and eventually, be a set back to the
aim sought to be achieved. Nonetheless, study participants agreed that, students have a significant role to play in
appraisal lecturers, since they have frequent direct contacts and interactions with them, and hence, in a good
position to report on lecturers’ performances, more especially, relating to competencies.

Probing on what constitute the appraisal, competencies of lecturers and areas determined, the respondents for
this study, differed in their responses. Though, most of the participants concurred that personality traits,
productivity, subject mastery, assessment procedure, communication skills and, subject relevance are areas
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assessed during the appraisal; very few of the respondents indicated organizational skills, student-lecturer
relations and, utility of assignment as areas part of the appraisal, even though, important competencies as
observed by Robbins et al. (2007) and also, what Molefe (2010) referred to as, important descriptors of
lecturers’ behavior, bearing in mind, the nature of lecturers’ job. That notwithstanding, participants were
unanimous that, employee appraisal has connection with their performances, which Teseema and Soeters (2006)
also recognized.

Finally, positing with Paauwe and Richardson’s (1997) model, conclusion can be drawn that, effective

recruitment and selection is connected with employee satisfaction, motivation and commitment, and thus,
leading to enhanced productivity.
Making reference to other HR practices investigated in this study, recruitment and selection is the most
acknowledged by all respondents. Participants opined that, there exist a well laid down recruitment and selection
procedure, which as they claim, to be in line with the best HR practices, devoid of intricacies associated with it
while carrying out the exercise, and this accounts for the institution’s ability to engage competent hands as
lecturers, which is in tandem with the position of Huselid (1995).

As recognized by Ahmad and Schroeder (2002), recruitment and selection is intended to source
prospective employees that can fit into the yearnings and aspirations of the organization. Participants further
confirmed that, this HR practice is well observed and free of bias by the HR managers, and this, they linked to
the desire by the institution to achieve the objectives for which it was established.

Acknowledging how this HR practice is observed in the polytechnic signifies satisfaction from the side
of the lecturers. Most importantly, the internal recruitment policy of the institution is applauded as whenever
vacancies exist, efforts are made to fill them up internally, except where there are no qualified individuals found
from within, and this, the lecturers recognize as motivating. Employees’ satisfaction has been acknowledged as
not only improving employees’ productivity but also, organizational performances (Madu, Kuei and Lin, 1995).
Generally, from the responses gathered on this HR practice from the participants, there has been no inadequacy
associated with it brought up.

V.  Conclusion
This concluding section delves on the study’s reflections, followed by its implications, and then finally,
suggested areas for further study.

51 Reflections

The focal concern of this study was to ascertain whether or not, certain HR practices have effects on
polytechnic lecturers’ performances in a polytechnic in Nigeria. Hence, three out of the HR practices recognized
by Boselie et al (2005) which are; contingent pay and reward schemes, performance appraisal, and recruitment
and selection were studied. Furthermore, the impact of the three practices studied linked with seven lecturers’
competencies recognized by Molefe (2010) comprising subject mastery, testing (assessment procedures), and
student-lecturer relations, organizational skills, communication skills, subject relevance and utility of
assignments were likewise discussed

An overview of the HRM area was given, focusing especially on the HR practices recognized by
Boselie et al. (2005). In reviewing the literature, contributions made by researchers in this area, on the premise
of their understanding, and previous studies carried out, were engaged. Boselie et al. (2005); and Wright and
McMahan (1992) affirmed that, combinations of certain HR practices has been found to yield organizational
effectiveness and better performances results, and thus, Huselid (1995) further emphasized that organizations
that embrace, and bundle HR practices, benefit from economic contributions of improving their performances
and also enhanced employees’ observed performances (Shahzad, Bashir and Ramay, 2008).

5.2 Implications

The study this paper is presenting was able to find out how certain HR practices impacted on lecturers’
performances in a particular polytechnic, used as case study in Nigeria. Therefore, the outcome of this study is
anticipated to bring to fore light to decision makers in HEIls, particularly the polytechnics and also, the
government being the proprietor of public HEIs, the perceptions lecturers have on the impact HR practices have
on their performances. It is further expected that, decision makers will address some areas observed that require
attention based on the findings of this study, by improving on them, engaging appropriate HR strategies, in line
with the best practices, to achieve organizational objectives.

There is the need for decision makers in HEISs, particularly the government, to take a look at the issue
of compensation, with reference to remuneration, which has been raised by polytechnics lecturers’, with a view
to attaining the objectives for which these institutions were established.

The management of the polytechnic should consider reviewing the employees’ appraisal technique
being used, so as it will be all embracing. Incorporating students in lecturers’ appraisal will afford the
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management to ascertain the level of competence of lecturers in subject areas, and for these to be achieved;
students are in a better position to do that. However, heads of departments, being the supervisors of the activities
of lecturers, should be encouraged by management to discuss outcomes of appraisals with lecturers after every
appraisal period, so that, areas of concern could be addressed, and thus, making the final outcome of the
appraisal more objective.

Organizational skills, student-lecturer relations and, utility of assignment among other things, should
be incorporated to form part of the appraisal and thus, making the appraisal system all embracing.

Recruitment and selection policy of the institution is commendable, and hence, management should
sustain it to be able to maintain its reputation in this regard, for the attainment of the overall objective of the
institution.

Overall, considering the outcomes of this study, the institution is on the right track, making reference to
the objectives for which it was established. Management should strive to engage lecturers periodically, to
inculcate the spirit of participatory management, and also, encourage student-lecturer relationship, thus, leading
to effective relationship management which entails ability to direct (Shahzad et al., 2011; Spencer and Spencer,
1993).

5.3 Further Research

Despite the fact that a series of studies were conducted on areas related to this study, specifically on
organizational (e.g Huselid, 1995; Delaney and Huselid, 1996; Pfeffer and Veiga, 1999) and employees
performances (e.g Gould-Williams, 2003; Wright et al., 2003; Tessema and Soeters, 2006) still, there is the need
for further research, particularly, in the developing nations (e.g Shahzad, Bashir and Ramay, 2008; Ahmad and
Shazad, 2011). Only three aspects of HR practices as recognized by Boselie et al., (2005) were investigated by
this study along with seven performance dimensions linked with lecturers’ job recognized by Molefe (2010). All
these could be studied in detail for example; wholly studying an element of the HR practices.

Another interesting area for research could be, a comparative study using the same topic of this study,
looking at public and private polytechnics which thus, might be interesting because, the proprietorship differ.

Finally, engaging ethnography for a study with the above suggested areas or other areas not mentioned,
could also report interesting findings.
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