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ABSTRACT
This study assessed the influence of human resource management practices on agricultural employees’ behavior. Data were collected from 75 randomly selected agricultural employees using a wellstructured questionnaire. Data gathered were analysed using descriptive and inferential statistical
tools. The mean age of the employees’ was 43.2 years. In-service training (
reward employees who are committed to their job (

=3.44), management

=3.41) and wide participation and activity is

highly rewarded (
=3.41) were the major human resource management practices that influenced
employees behaviors. Also, major employees’ behavior include creation of conducive environment for
better job performance (
special effort (

=3.13) and praise, recognition and appreciation of effective performance/

=3.05). Factors affecting employees’ behavior were inadequate training (

=2.93)

and inadequate grants/funds to attend training programmes ( =2.81). Significant relationships
existed between gender (χ2 = 37.20, p<0.005), educational qualification (χ2 = 59.09, p<0.005), income
(r=0.12, p<0.005), human resource management practices (r = 0.57, p<0.005) and employees’ behavior. Management should encourage employees who are committed to their job through awards and
recognition of work done.
Keywords: Human resources, management, practices, behaviour and agricultural employees

INTRODUCTION
Employee behaviour refers to the way in
which employees respond to specific circumstances or situations in their workplace
(Jones and Goerge, 2000). There are some
key elements that determine individual's
J. Agric. Sci. & Env. 2017, 17(1): 36 - 45

behaviour in their respective workplace.
Some of these elements are work environment, available technology, employeremployee relationship and motivation in an
organization.It is worthy of note that employees background and organization's cul-
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ture help in shaping employee response
(Holtom et al., 2008).For effective operation
and better productivity, organisations simply rely on employees to deliver high-quality
products and services which are paramount
to the achievement of organizational goals.
On the other hand, this achievement may
be impacted upon by a variety of forces
which may be internal or external as employees attempt to perform their duties. It
therefore become important that employers
become aware of these forces(which may be
positive or negative: environment for operation, available technology and motivational
pattern)in other to prepared for leverage or
improve the prevailing situation in other to
positively influence employee's behaviour to
the right path for increase or boost productivity(Mullins, 1999).
Considering production, there are three
main resources that are of outmost importancein
business(Shcermerhornet
al.,2000).These resources are the engine
room for any economy and industrial
growth. These resources may be natural,
financial and human in nature.Among the
three, human resources are the most important aspect(Harney and Jordan, 2008).
Basically, human resources are the coordinators of other resources which will eventually resulted to the achievement of targeted
goals. It therefore becomes very important
that this resource should be given adequate
care in other to excel in any organization. In
any standard organization, issues relating to
hierarchy in mode of operation are not taking for granted as this is often done in line
with organizational organogram. This clearly spelt out the role of certain individualat
the topwho are saddled with the responsibilities of utilizing other human resources at
the bottom of the organization hierarchy
(Akinmayowa, 2006).
J. Agric. Sci. & Env. 2017, 17(1): 36 - 45

Furthermore, human resource management
practice can also be seen as a strategic and
coherent approach to the management of an
organization’s most valued assets.Individuals
who work in such organization collectively
contribute to the achievement of organizational objectives and goals (Elwood and
James, 1996). Organizational input in terms
of training and access to opportunities which
can improve job delivery is therefore central
to positively influence employee’s behavior.
In the rhythm and tapping of many new opportunities, human matrix plays a major role.
Success of new business ventures across the
borders is determined by the human factor
and their contribution. Rundle(1997) argued
that people and not the firm are the acclimatizing mechanism determining the responsiveness of an organization towards a competitive environment.
According to Gould-Williams(2007), the
overall purpose of human resource management practices is to ensure that the organization is able to achieve success through people and ensure that the organization obtains
and retains the skilled, committed and wellmotivated workforce it needs. This means
taking steps to assess and satisfy future people’s needs and to enhance and develop the
inherent capacities of people, their contributions, potential and employability by providing learning and continuous development
opportunities(Nishii et al., 2008). This also
involves the operation of ‘rigorous recruitment and selection procedures, performance
contingent incentive compensation systems,
and management development and training
activities linked to the needs of the business’
which also means engaging in talent management (Becker et al., 1997). This study therefore tends to ascertain the influence of human resource management practices on agricultural employees’ behavior in the Institute
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of Agricultural Research and Training was later funded by the Federal Ministry of
(IAR&T) in Oyo State, Nigeria. The specific Science and Technology and then the Federobjectives were to:
al Ministry of Agriculture. The agency like
few other research institutes has undergone
1. describe the personal characteristics various supervisory changes.
of the respondents in the study area.
2. determine the various human re- The population of this study comprise of
source management practices in In- staff of the Institute of Agricultural Research
stitute of Agricultural Research and and Training (IAR&T) in Oyo State, Nigeria.
Training Ibadan.
Simple random sampling techniques was
3. determine the levels of employees used to select the 75 respondents out of 710
behavior in Institute of Agricultural employees in the study. Data were collected
Research and Training Ibadan.
around May- July 2015 through a well4. identify the various constraints structured questionnaires. Data were collectfaced by the employees in the study ed on respondents personal characteristics,
area.
human resources management practices, employees’ behavior and factors affecting emHypotheses of the Study
ployees’ behaviour were measured using a 4
 HO1: There is no significant relation- point rating scale: strongly agree =4, agree =
ship between personal characteristic of 3, disagree = 2 and strongly disagree =1. Dathe respondents and employees behav- ta were analyzed using descriptive and inferior.
ential statistics (frequencies, percentages,
 HO2: There is no significant relation- mean and standard deviation, Chi square and
ship between human resource manage- Pearson Product Moment Correlation)
ment practices and employees behavior.
 HO3: There is no significant relationRESULTS AND DISCUSSION
ship between constraints faced by re- Table 1 shows that more than half (54.7%)
spondents and employees behaviour.
of the respondents were male while 45.3% of
them were female. This result corroborates
MATERIALS AND METHODS the findings of Idowu et al.,(2012)who reThis study was conducted in the Institute of ported that there were more male workers in
Agricultural Research and Training educational institutions. The mean age of the
(IAR&T) in Oyo State. IAR&T is a Nigeri- employees was 43.2 years. This implies that
an agricultural research institute with head- majority of the employees were still in their
quarters at Ibadan. Its history dates back to active age and still have many years to con1956 when the then western regional gov- tribute to the attainment of the institutional
ernment under the Ministry of Agriculture goals. The results of this finding are supportand the Federal Government decided to ed by Adegbite and Olaoye(2009) who also
share the research facilities of Moor planta- recorded a larger percentage within the age
tion, Ibadan. When the regional govern- bracket of 20-50 years are agile and active.
ment established a university at Ife, the in- Also, majority (61.3%) of the employees
stitute became part of the University and were married, 33.3% of the respondents
was fully integrated in 1973. In 1975, the were single and 5.3% were divorced. This
Institute was given a national mandate and indicates that most of the employees were
J. Agric. Sci. & Env. 2017, 17(1): 36 - 45
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married in the study area because the marriage institution is considered important in
this part of the world. The result is supported by the findings of Fapojuwo (2010) that
a great importance is still attached to the
marriage institution.
Also, most (62.7%) of the respondents had
Higher National Diploma or Bachelor’s degree, 25.3% of the respondents were master’s or PhD degree and just a few (12.0%)
of them were Ordinary National Diploma
or NCE holder. This result is in line with

Kelly(2006) who remarked that the capacities
of individuals depends on their access to education. Majority (74.7%) of the respondents
earned a monthly income below 100,000,
13.3% earned between 101,000-150,000 and
12.0% earned above 150,000. The mean income of employees was ₦93,300 this result
indicates that employees’ are high income
earners. This result is contrary to Abiona
(2015) who reported that people living in
rural settlement are low income earners.

Table 1: Personal characteristic of the respondents n=75
Variables
Sex
Male
Female
Age(years)
20-29
30-39
40-49
50-59
60-69
Marital Status
Single
Married
Divorced
Edu. Qualification
HND/ B.Sc
M.Sc/ Ph.d
NCE/OND12.0
Experience ( years)
Less than 6
6-10
11-15
16-20
21 and above
Income
Below 100,000
101,000-150,000
Above150,000

Percentage

Mean

54.7
45.3
24.0
37.3
29.3
6.7
2.7

43.2years

33.3
61.3
5.3
62.7
25.3

56.0
12.0
10.7
13.3
8.0

8.03

74.7
13.3
12.0

₦93,300

Source: Field survey, 2015
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Perceived Human Resource Management Practices
availability of bonus and incentives (
Table 2 shows respondents perceived human resource management practices on em- =3.35), awards are planned for workers (
ployee’s behaviour. Major perceived human =3.34) and criteria for selection are well spelt
resources management practices identified
out through advertisement ( =3.33). The
were: Regular in-service training ( =3.44), results of this finding imply that human remanagement rewards committed employees source management practices are very important among staffs in an organization. This
( =3.41), reward is designed to encourage result is in line with Swason (2006) who
opined that human resources management
wide participation and activity ( =3.41), practices facilitates the development of human capacities to achieve sustainable, inclutimely presentations of awards ( =3.40), sive, equitable development and at the same
time, enhance the well-being of an individuTable 2: Distribution of respondents by human resources practices n = 75
Statements
In service training is given to employees on regular basis
Management reward employees who are committed to their
job
Reward is design to encourage wide participation and activity
Presentation of award is timely and effective
Awards are planned to reward the work of employees
Bonus and incentives are available for staff in any organization
Criteria for selection are well spelt out during the advancement
Organization put appropriate plan on ground for the newly
employed staff
Job are advertise using several media
The relationship between staff and organization is cordial
Criteria for selection area made known to applicant during
interview
Staff appraisal is part of staff promotion in my workplace
We are encouraged to participate in various seminars and
workshops
Training in our organization includes social skills, general
problem solving skills and broader knowledge of the organization and business
Oral interview is used for selection

SA
2.5

A
1.3
-

D
53.3
50.7

SD
45.3
46.7

Mean
3.44
3.41

SD
0.53
0.64

1.3

2.7

49.3

46.7

4.41

0.62

1.3
1.3
2.7

1.3
5.3
1.3

53.3
50.7
54.7

44.0
42.7
41.3

4.40
3.35
3.35

0.59
0.65
0.65

4.0

1.3

52.0

42.7

3.33

0.70

1.3

4.0

60.0

34.7

3.28

0.61

6.7
1.3
4.0

4.0
13.3
10.7

44.0
54.7
56.0

45.3
30.7
29.3

3.28
3.15
3.10

0.83
0.69
0.75

4.0
2.7

10.7
16.0

58.7
56.0

26.7
25.3

3.08
3.04

0.73
0.72

6.7

13.3

50.7

29.3

3.02

0.83

6.7

18.7

45.3

29.3

2.97

0.87

Source: Field survey (2015).NB: SA= Strongly agree, A= Agree, D = Disagree and SD = Strongly
disagree and SD =Standard deviation
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Level of employee’s behaviour
Table 3 shows employees’ behavior. Major orded ( =3.04), good leadership traits and
behaviors exhibited by employees were:
managers and employees wants to create respect for employees ( =3.00). This result
implies that employees are working together
better job performance ( =3.13), team as to help the organization in achieving its
goals. This results is supported by Pfeffer
building ( =3.13). Administrator provides (1998) who said employees help create workpraise and recognition in appreciation for forces whose contributions are valuable,
unique and difficult for competitors to imispecial effort ( =3.44), use their discre- tate. This result further shows that majority
(62.7%) of the employees had a better level
tion to complete task ( =3.04), employees of behavior, (33.3%) had a good level of betake responsibilities for their mistakes rec- havior while (4.0%) had a fair level of behavior
Table 3: Distribution of employee’s behaviour
Variables
Managers and employees want better job performance.

SD
__

D
9.3

A
64.0

SA
26.7

Mean
3.13

SD
0.68

Spirit of team building encourages positive decision in my
organization.

4.0

14..7

41.3

40.0

3.13

0.91

The administrators provide praise and recognition for
effective performance and show appreciation for special
effort.
Employees use their discretion in carrying out their duties.

5.3

13.3

48.0

33.3

3.05

0.89

5.3

17.3

41.3

36.0

3.04

0.94

Effective performances are rewarded with praise and
recognition.

2.7

13.3

57.3

26.7

3.04

0.79

Employees feel their jobs hold high esteem and are of
great value to the organization.

5.3

8.0

60.0

26.7

3.04

0.83

Managers display real leadership traits and respect for
employees

4.0

13.3

61.3

21.3

3.00

0.72

Employees’ feels real responsibility to make things work.

4.0

8.0

69.3

18.7

2.99

0.74

My organization leadership emphasizes team work and
promote cooperation, cohesiveness and identify with the
group

2.7

16.0

58.6

22.7

2.97

0.79

There is real feeling of team work among employees.
There is cordial relationship between employees and management.

8.0
6.7

12.0
13.3

50.6
54.6

29.3
25.3

2.97
2.95

0.93
0.88

The actions of the administrator pose threat to employees’
decision.
The level of relationship between administrators and
subordinate is cordial.
Dispute settling style favourable and unbiased.

8.0

26.7

38.6

26.7

2.80

0.97

8.0

26.7

42.6

22.7

2.76

0.94

4.0

29.3

53.3

13.3

2.72

0.79

The decisions made by employees are mostly/ often inappropriate.

13.3

24.0

41.3

21.3

2.67

1.00

Source: Field Survey (2015). NB: SA = strongly agree A = Agree
SD = strongly disagree SD = Standard Deviation
J. Agric. Sci. & Env. 2017, 17(1): 36 - 45
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Table 4: Level of employee’s behaviour
Categories
Better
Good
Fair

Percentage
(50-64)
(33-49)
(16-32)

62.7%
33.3%
4.0%

Constraints affecting employees’ behavior in the study area
=2.61), inadequate knowledge and skills (
Table 5 shows respondents views on the =2.56) and irregular recognition and reward
major factors to their behaviour. The results
shows that training are not always provided ( =2.41) were the major constraints affecting employees behaviour in the study. The
( =2.93), inadequate training ( =2.87), results indicate that much attention is needed
to be put in place to enhance training proinadequate grants( =2.81), poor motiva- grams. This result is supported by Linder
(2001), who said for any organization to surtion ( =2.67) , unclear job description ( vive, it must train and develop its employees
to enhance workers performance
=2.67), job description is not clear (
Table 5: Distribution of constraints affecting employee’s behaviour in the study area
Variables
Training is not always provided.

SD
5.3

D
17.3

A
48.0

SD
29.3

Mean
2.93

SD
0.96

Inadequate local and international training.
Inadequate grant for training from the organization.
Staffs are not well motivated.
Expectations of the staff for the organization
are clear.
Job description is not clear.
Inadequate knowledge and skills among employee.
Inadequate Recognition and reward from the
organization.
Ineffective communication between employee and organization.
Workplace conflict is high among staff
Unfavourable health policy for employees.
My superior is a barrier to my productivity.

4.0
5.3

22.7
20.0

48.0
54.7

25.3
20.0

2.87
2.81

0.93
0.91

5.3
10.7

29.3
18.7

50.7
56.0

14.7
14.7

2.67
2.67

0.89
0.95

4.0
10.7

44.0
30.7

33.3
42.7

18.7
16.0

2.61
2.56

0.92
0.98

9.3

38.7

45.4

6..7

2.41

0.86

12.0

44.0

37.3

6.7

2.33

0.88

17.3
16.0
22.7

50.7
54.7
49.4

24.0
26.7
22.7

(8.0
2.7
5.3

2.17
2.11
2.05

0.91
0.79
0.88

Source: Field Survey (2015). NB: SA = strongly agree, A = Agree D = Disagree,
SD = Strongly disagree and SD = Standard Deviation
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Relationship between Personal Characteristics of the Respondents and Employees’ Behavior
A significant relationship exists between
gender (χ2 = 37.204, P<0.05), educational
qualification (χ2 = 59.093, P<0.05) and income (r=0.122, P<0.05), human resource
management practices (r = 0.573, P< 0.05)
and employees’ behavior. This implies that
gender, educational qualification and
amount earned by employees has influence

on their behavior. Also, implies better human resource management practices in the
area of study improve employee’s behavior
within the organization. When workers are
efficiently managed in an organization, their
morale is boosted and productivity is improved. This result is supported by Pfeffer
(1998) reported that human resource systems
help create workforces whose contributions
are valuable, unique, and difficult for competitors to imitate.

Table 6: Test of association between personal characteristic and employees’
behavior
Variables

χ2

Gender
Educational level
Income
Human resource management
practices

37.204
59.093

r

df
1
2

p

decision

0.122

0.041
0.035
0.021

S
S
S

0.573

0.003

S

Source: Field Survey, 2015. S = Significant @ 0.05 significance level, NS= Not
Significant at > 0.05
ensure that interest of their employees is
protected; by this positive attitude towards achievement of organizational
The organization reward employees who
goals will be made possible.
are committed to their job, design awards to
3.
Management should ensure that job deencourage wide participation of activity,
scription is clear and also ensure adepraise and recognizes effective performance
quate local and international training to
of employees and shows appreciation for
improve the efficiency and effectiveness
special efforts. Also, inadequate local and
of staff members.
international training, poor clarity of job
description and inadequate recognition and
award from the organization were major
REFERENCES
constraints faced by the studied employees’.
Based on the findings, the following recom- Abiona, B. G. 2015. Effect of communication pattern on Agricultural Employees. Jourmendations are suggested:
1. Attitude of workers in any organization nal of Extension System 32(2) pp 13-25. Availaonline:http://www.jesonline.org/
is very paramount, therefore adequate ble
current.htm
recognition must be provided for a worthy employee.
2. Management of organization should Adegbite, D. A, Oloruntoba, A. O.,
Olaoye, O.J. (2008). Performance Assess-

CONCLUSION AND
RECOMMENDATIONS

J. Agric. Sci. & Env. 2017, 17(1): 36 - 45

43

INFLUENCE OF HUMAN RESOURCE MANAGEMENT PRACTICES ON …….

ment of Ogun State Agricultural and Multi- a closer review of the present, and a venture
purpose credit Agency (OSAMCA) in credit into the future. The Academy of Management
delivery and operation (2004-2006). J. Sus- Annals, 2, 231-271.
tain. Dev. Afr., 10(3): 127-153.
Huselid, M. (1995). The impact of human
Akinmayowa, J.T. (2006). Human re- resource management practices on turnover,
sources: Critical issues in management and productivity, and corporate financial perfororganisational development. Benin City: mance. Academy of Management Journal, 38(3),
Nigerian Management Consultancy Forum. 635-672.
Becker, B., and Gerhart, B. (1996). The
impact of human resource management on
organizational performance: Progress and
prospects. Academy of Management Journal, 39
(4), 779-801.

Idowu, A.E, Edewor P.A, Amoo E.O
(2014). ‘Working Conditions and Maternal
Health Challenges in Lagos State, Nigeria’,
Res. On Humanities and Soc. Sci., 4(9):136 –
147

Becker, B.E., Huselid, M.A., Pickus,
P.S., and Spratt, M.F (1997), ‘HR as a
source of shareholder value: Research and
recommendations’, Human Resource Management, 36, 39- 47.

Jones, G.R. and George, J.M. (2000), Essentials of Managing Organisational Behaviour, Upper Saddle River: Prentice-Hall

Kelly, M.P. (2006). Evidence based public
health. In: Griffiths S, Hunter D, eds. New
Elwood,F.H, and James,W.T (1996). Perspectives in Public Health. Second ediTrends towards a closer integration of voca- tion. Oxford: Radcliffe. 314-321
tional education and Human Resources Development. Journal of Vocational and Technical Lindner, J.R. (2001). Managing human resources in extension. Journal of Extension Sys12(9).pp 9.
tems.17(1): 15-28
Fapojuwo, O.E. (2010). Influence of socio
-economic characteristics on use of modern Monika,P.A., Swanson, E.T. (2008). Fucassava processing technologies among tures prices as risk-adjusted forecasts of
women processor in Ogun State, Nigeria. monetary policy Journal of Monetary Economics
55
677–
691
Journal
homepage:
Journal of social science, 24 (1): 45-50.
www.elsevier.com/locate/jme
Gould-Williams, J. (2007), ‘HR practices,
organizational climate and employee out- Mullins, L. (1999), Management and Orcomes: evaluating social exchange relation- ganizational Behaviour, London: Pitman
ships in local government’, International Jour- Publishing.
nal of Human Resource Management, 18, 1627Nishii, L.H., Lepak, D.P., and Schnei1647.
der, B. (2008), ‘Employee Attributions of
Holtom, B. C., Mitchell, T. R., Lee, T. the ‘Why’ of HR Practices: Their Effects on
W., and Eberly, M. B. (2008). Turnover Employee Attitudes and Behaviors, and Cusand retention research: A glance at the past, tomer Satisfaction’, Personnel Psychology,
J. Agric. Sci. & Env. 2017, 17(1): 36 - 45

44

B. G. ABIONA, O. E. FAPOJUWO AND T. AKINLAWON

61, 503-545.

ployees Turnover. Journal of Procedia-Socila and
Behavioral Science 156, pp 223-226

Pfeffer, J. (1998). The human equation:
Building profits by putting people first. Shcermerhorn, K.R., Hunt, J.G. and OsBoston: Harvard Business School Press.
born, R.N. (2000), Organizational Behaviour, 7th edition, New York: John Wiley &
Rundle, J.(1997). The Impact of Human Sons Inc.
Resources Managements Practices on Em(Manuscript received: 1st July, 2016; accepted: 9th May, 2017

J. Agric. Sci. & Env. 2017, 17(1): 36 - 45

45

