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ABSTRACT
Human resource management is critical to the success of every work organization. In the modern society the use of Information and Communication Technology [ICT] remains critical to the efficiency and effectiveness of employees’ job performance. It is on this basis the study examined  the influence of ICT on human resource management of manufacturing company  in Lucky fibre Nigeria PLC.
The study employed organizational life cycle theory as framework. The research design was purely survey with multistage sampling technique and questionnaire as the instrument for data collection. Data analysis involved the use of frequency, percentage and correlation to test the hypothesis.  From the study, it was discovered that 61.5% of the respondents strongly agreed with the view that the use of ICT had been effective in recruitment and selection process. In addition, 69.2% of the respondents agreed that through ICT, recruitment and selection were of standard. In the same vein, the finding equally revealed that ICT had facilitated proper planning for recruitment and retirement of workers in the work organization as supported by 76.9% of the respondents.

 However, 61,5% of the respondents agreed that the use of ICT had made training of employees effective in the organization. Hypothesis 1 showed significant relationship between how ICT helped in recruitment/ selection and management of employees with significant value (sig.2- tailed) “0.000” less than p-value (p-value=0.05%), therefore, alternative hypothesis was accepted
Hypothesis 2 also indicated significant relationship between ICT and manpower planning with significant value (sig. 2- tailed) “0.001” less than p-value (p-value =0.05), hence, alternative hypothesis was accepted.
Hypothesis 3 revealed that significant relationship existed between ICT limitation and the use of manpower in the organization with significant value 9sig. 2- tailed) “0.02” less than p-value (p-value=0.05), hence, alternative hypothesis was accepted.
Hypothesis 4 showed significant relationship between impact of ICT and employees’ performance appraisal with significant value (sig. 2-tailed) less than p-value (p-value=0.05) , therefore, alternative hypothesis was accepted.
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CHAPTER ONE
INTRODUCTION
1.        Background to the study
HRM is a distinctive approach to employment management which seeks to achieve competitive advantage through the strategic development of a highly committed and capable workforce using an integrated array of cultural, structural and personnel techniques (Storey, 2001). Beer et al, (1984) defined HRM as a strategic approach to the management of human resources that involves all management decisions and actions that affect the relationship between the organisation and employees.
While Armstrong (2006) defines HRM as a strategic, coherent and comprehensive approach to the management and development of the organisation’s human resources in which every aspect of that process is wholly integrated within the overall management of the organisation. Schuler and Jackson (1987) develop the strategic model of HRM by linking HR practices to competitive strategies framework that an organisation can use to gain competitive advantage. They argue that the strategy that management of an organisation employs can affect the kind of employees’ behaviour. However, this strategic model of HRM is not left with some flaws such as ignoring the employees’ interest, not recognising the legal requirement, social norms and values of the environment in which they operate (Legge, 1995; Budhwar and Debrah, 2001). The strategic model according to Legge labels this model as the hard HRM model, which contrast totally from the ‘soft model’ of HRM that emphasises commitment HR strategy. This commitment strategy model was as a result of the interest in the cultural factors that has promoted the Japanese economic performance making the country to have a competitive advantage over countries in the late 1970 to 1980. Looking at these three definitions of what HRM is, there is a major area of convergence, which is the ‘Strategic’ nature of the management approach.
These definitions have encompassed the linking of various HRM practices such as recruiting, selection, rewarding, training, appraising and planning with organisational goals. Hence, strategic HRM is a more integrative HRM practice that links the organisational goals with the strategic management process (Sparrow, Brewster & Harris, 2004)). All these definition indicates that HRM is an elusive concept with various meanings; deciding on an accepted definition will lead to confusion. That is why Storey (2001) argues that HRM is elastic and it covers a range of applications that varies from books, society and organisations. Moreover, in defining, HRM, these three components should guide how the concept can be operationalized

H: Human (something to do with people)
R: Ambiguous concept that people find it difficult to relate to
M: Management places domain of Business and Organisation
According to Price (2000), much academic literature have forgotten the human element in HRM, rather people have been tagged as a ‘resource’ along with other resources such as tables and desk. Price (2000) believed that people cannot be discussed and treated in exactly the same manner as equipments. The ‘human’ aspect of HRM is concerned with the relationship between employer and employee and it associated with the human relations movement and the concept of high commitment work practices.
Human Resource Management was originally known as personnel or people management. In the past, its role was quite limited. Within any company or organization, HRM is a formal way of managing people. It is a fundamental part of any organization and its management. The main responsibilities of the personnel department include hiring, evaluating, training, and compensation of employees. The human resources department deals with any issues facing the staff in their working capacity within an organization. HR is concerned with specific work practices and how they affect the organization’s performance.
Today, Human Resources Management deals with: Anything related to managing people within a company or organization. This means decisions, strategies, principles, operations, practices, functions, activities, and the methods used to manage employees.The type of relationships people have in their places of employment and anything that affects those relationships in a positive or negative way.
1.2 Statement to the problem
HRM and ICT are to work together in a way it makes tasks giving in a company easy, effective and faster
But ict are faced with this problem that could affect hrm working ability if not fixed on time, such issues are Slow speed of computers, signal problem in Internet, virus threat, poor working condition of computers, load shedding, and lack of access of Internet. HRM also deals with the following and I will explain how they can be handled.


1. Recruitment and Selection:
Finding a suitable candidate for the job from a large number of applicants is a basic problem for the human resource manager. They have to make suitable changes from time to time in the selection pro­cedure and see to it that the candidate is up to the mark fulfilling the job requirements. If required, the candidate should be provided with training to get quality results.
2. Emotional and Physical Stability of Employees:
Providing with wages and salaries to employees is not sufficient in today’s world. The human resource manager should maintain proper emotional balance of employees. They should try to understand the attitude, requirements and feelings of employees, and motivate them whenever and wherever required.
3. Balance Between Management and Employees:
The human resource manager has a responsibility to balance the interest of management and employ­ees. Profits, commitment, cooperation, loyalty, and sincerely are the factors expected by management, whereas better salaries and wages, safety and security, healthy working conditions, career development, and participative working are the factors expected by employees from management.
4. Training, Development and Compensation:
A planned execution of training programmes and managerial development programmes is required to be undertaken to sharpen and enhance the skills, and to develop knowledge of employees. Compensation in the form of salary, bonus, allowances, incentives and perquisites is to be paid according to the performance of people. A word or letter of appreciation is also to be given, if some of them have done their jobs beyond expectations to keep their morale up.
5. Performance Appraisal:
This activity should not be considered a routine process by the human resource manager. If employees are not getting proper feedback from them, it may affect their future work. A scientific appraisal tech­nique according to changing needs should be applied and the quality of it should be checked from time to time.
1.3 Objective of the study
The broad objective of the study is to examine the influence of ICT on human resource management in a manufacturing company, a study of lucky fibre Nigeria plc.
The specific objective include:
I. To investigate the effectiveness of ICT and recruitment/selection process in the organization.

II. To verify the relationship between ICT and manpower planning in the work organization. 

III. To ascertain the limit to which ICT can be used and where manpower comes in.

IV. To evaluate the impact of ICT on employees performance appraisal in the organization


1.4                     Research Questions
I. How effective is ICT  in recruiting and selecting employees in the work organization? 
II. What is the relationship between ICT and manpower planning?
III. What is the limit to which ICT can be used relative to where manpower comes in? 
IV. How does the impact of  ICT affect employees performance appraisal in the work organization? 

1.5            Research Hypotheses
In line with the objective above the following hypothesis will be tested:
1     H0:There is no significant relationship between the effectiveness of ICT and  recruitment of employees.
H1:There is a significant relationship between the effectiveness of ICT and recruitment of employees.
2    H0: There is no significant relationship between ICT and manpower planning.
H1: There is a significant relationship between ICT and manpower planning.
3     H0: There is no significant relationship between the limit to which ICT can be used and where manpower comes in.
H1: There is significant relationship between the limit to which ICT can be used and where does manpower comes in. 
4      H0: There is no significant relationship between ICT and employee  performance apprisal in the work organization
H1: There is significant relationship between ICT and employee  performance apprisal in the work organization
1.6           Significance of the Study
I. The study will help us to understand how human resources affect manpower planning in an organization
II. The study will help the organization and the larger society to understand how the management deal with the selection of job to each sector in the organization
III. The study will bring into the limelight how human resource management and ICT help in job appraisal
IV. The study will assist other work organizations to understand the training process or method the organization uses in improving staff ability to perform tasks.
1.7      Scope of the Study
The objective of the study is to examine the influence of ict on human resources management in a manufacturing company. On this account lucky fibre Nigeria plc is chosen as the case study,therefore,the study is delimited to lucky fibre Nigeria plc.




1.8           Definitions of Terms
Human resource management terms are:

Human Resource Planning
The human resource planning function serves to determine the number and type of employees needed to achieve the company’s goals. Research is performed in this function because planning requires information to be collected and analyzed for the forecasting of human resource supplies and the prediction of future human resource needs. Staffing and employee development are key human resource planning strategies.

Staffing
Recruitment and selection of human resources (people) is what staffing is mostly concerned with. Human resource planning and recruiting is done before selecting people for positions. Recruiting is the personnel function of finding and hiring the best qualified applicants to fill job vacancies.

Orientation
Orientation is done in order to introduce a new employee to the new job and the employer. It is a way for new employees to get to know more intimate aspects of their job, including pay and benefits, working hours, and company policies and expectations.



Training and Development
Training and development is used as a means of providing employees with the skills and knowledge to do their jobs well.

Performance Appraisal
Performance appraisal is an evaluation of an employee and his/her performance to make sure that said employee is working well and at acceptable levels.

ICT terms are:

Google_Products
Google products include all major desktop, mobile and online products released or acquired by Google Inc.

HTML
HyperText Markup Language (HTML) is the main markup language for displaying web pages and other information that can be displayed in a web browser.
ICT
Abbreviation for Information and Communications Technology.
iPad
The iPad is a tablet computer designed and developed by Apple. It is particularly marketed as a platform for audio and visual media.    
 	CHAPTER TWO
LITERATURE REVIEW
2.0                   INTRODUCTION
The purpose of this chapter is to cite major conclusions, findings, and methodological issues related to the gap in the knowledge from chapter 1.  
2.1                  Conceptual framework
The purpose of this study was to examine empirically if there are differences in the way that ICT influence human resources management in manufacturing company.Information and Communication Technology (ICT) is an enabler, not a goal. It simply makes desirable ends like sustainability, higher quality, faster construction, lower cost and making competitiveness more attainable 
2.1.1       Meaning of human resource management 
  Human resource management (HRM) is the practice of recruiting, hiring, deploying and managing an organization's employees. HRM is often referred to simply as human resources (HR).  HRM is employee management with an emphasis on those employees as assets of the business. 
Edwin Flippo spoke about Human resource management (HRM) as the practice of recruiting, hiring, deploying and managing an organization's employees. HRM is often referred to simply as human resources (HR). A company or organization's HR department is usually responsible for creating, putting into effect and overseeing policies governing workers and the relationship of the organization with its employees. The term human resources was first used in the early 1900s, and then more widely in the 1960s, to describe the people who work for the organization, in aggregate.
HRM is employee management with an emphasis on those employees as assets of the business. In this context, employees are sometimes referred to as human capital. As with other business assets, the goal is to make effective use of employees, reducing risk and maximizing return on investment (ROI).
The modern HR technology term human capital management (HCM) has been used more frequently compared to the term HRM. The term HCM has had widespread adoption by large and midsize companies and other organizations of software to manage many HR functions.
Edwin Flippo said  Human Resource Management as “planning, organizing, directing, controlling of procurement, development, compensation, integration , maintenance and separation of human resources to the end that individual, organizational and social objectives are achieved
The importance of human resource management
The role of HRM practices are to manage the people within a workplace to achieve the organization's mission and reinforce the culture. When done effectively, HR managers can help recruit new professionals who have skills necessary to further the company's goals as well as aid with the training and development of current employees to meet objectives.
A company is only as good as its employees, making HRM a crucial part of maintaining or improving the health of the business. Additionally, HR managers can monitor the state of the job market to help the organization stay competitive. This could include making sure compensation and benefits are fair, events are planned to keep employees from burning out and job roles are adapted based on the market.
How HRM works
Human resources management works through dedicated HR professionals, who are responsible for the day-to-day execution of HR-related functions. Typically, human resources will comprise an entire department within each organization.
HR departments across different organizations can vary in size, structure and nature of their individual positions. For smaller organizations, it is not uncommon to have a handful of HR generalists, who each perform a broad array of HR functions. Larger organizations may have more specialized roles, with individual employees dedicated to functions such as recruiting, immigration and visa handling, talent management, benefits, compensation and more. Though these HR positions are differentiated and specialized, job functions may still overlap with each other.
Amazon is an example of a large company with multiple types of specialized HR positions. Amazon's career website lists 15 different HR job titles:
· HR assistant
· HR business partner
· HR manager
· Recruiter
· Recruiting coordinator
· Sourcer
· Recruiting manager
· Immigration specialist
· LoA and accommodation specialist
· Compensation specialist/manager
· Benefits specialist/manager
· Talent management specialist/manager
· Learning and development specialist/manager
· HR technology/process project program manager
· HR analytics specialist/manager
Objectives of human resource management
The objectives of HRM can be broken down into four broad categories:
· Societal objectives: Measures put into place that responds to the ethical and social needs or challenges of the company and its employees. This includes legal issues such as equal opportunity and equal pay for equal work.
· Organizational objectives: Actions taken that help to ensure the efficiency of the organization. This includes providing training, hiring the right number of employees for a given task or maintaining high employee retention rates.
· Functional objectives: Guidelines used to keep HR functioning properly within the organization as a whole. This includes making sure that all of HR's resources are being allocated to their full potential.
· Personal objectives: Resources used to support the personal goals of each employee. This includes offering the opportunity for education or career development as well as maintaining employee satisfaction.


 2.1.2          Factors responsible for human resource and ICT
·  Globalization:
Globalization refers to the increasing unification of the world’s economic order through reduction of barriers to international trade such as tariffs, export fees, and import quotas. The goal is to increase material wealth, goods, and services through an international division of labour by efficiencies catalyzed through international relations, specialization and competition.
It describes the process by which regional economies, societies, and cultures have become integrated through communication, transportation, and trade. Globalization is caused by four fundamental forms of capital movement throughout the global economy.
The four important capital flows are:
i. Human Capital (i.e., Immigration, Migration, Emigration, Deportation, etc.)
ii. Financial Capital (i.e., Aid, Equity, Debt, Credit & Lending, etc.)
iii. Resource Capital (i.e., Energy, Metals, Minerals, Lumber, etc.)
iv. Power Capital (i.e., Security Forces, Alliances, Armed Forces, etc.)
After the world war many committees and associations have emerged with focus on free global trade.
· Monetary Policies:
Monetary policy is the process by which the monetary authority of a country controls the supply of money, often targeting a rate of interest for the purpose of promoting economic growth and stability. The official goals usually include relatively stable prices and low unemployment. Monetary policies of various countries change significantly according to the prevailing economic situation.
·  Explosion in Stock Markets:
With the advent of free trade and globalisation across the world, there has been a significant change in stock markets of various countries. Due to availability of capital for companies due to portfolio investments and Flls there is an explosion in stock markets.
·  Trade in Commodities:
Since the advent of internet and online trading in 1990s, commodities also entered in the virtual trading market. With the entry of commodities like gold, silver, platinum etc. the power of safe heaven asset is slightly lost from dollar. Safe heaven asset is the one which is expected to grow in rates with time. Dollar is considered as safe heaven but due to anticipation of a double dip recession, it is losing its appeal as safe heaven.

·  Growth of Unemployment in Developed Countries & Employment in Developing Countries:
The prices of factors of production are rising continuously in countries like U.S.A and European countries. Companies tend to outsource their manufacturing and service base to developing countries due to which there is a growth of unemployment in developed countries & employment in developing countries.
·  Growth of Inflation in Developing Countries:
Due to growth of employment in developing countries and shift in focus of major MNCs there is a growth of inflation. Apart from that various economic policies like free trade, globalization, etc. also have an impact on inflation.
·  Great Divide (GDP Growth Rate):
There is a great divide in the growth rate of various countries. Developed countries are growing at a very slow rate or can be said as stagnant economies whereas the developing countries are growing at a faster rate.
2.1.3 Factors responsible for ICT
Jimoh and  Offodu (2007) said ICT enabling exploration of skills, employment, education and careers The methods in which services to support the exploration of education and employment opportunities are accessed and delivered have changed dramatically over the last decade.
 Within the current economic climate of public spending cuts, the application of ICT is increasingly viewed as a tool for which a range of enhanced services relevant to employability can be delivered. ICT enabled methods for exploring careers, education and employment includes: tools for assessing individual skills for employability; tools for profiling those who may require additional support and help to improve their employability; ICT enhancing access to careers information and guidance to support employability; and, as part of this, the role of ICT in enabling access to labour market information (LMI). In sum, ICT is growing in importance for careers support services and its application is recognised as useful for accessing LMI as well as being an efficient method in which to expand services. 
ICT enabling job search and recruitment and selection processes Over recent years the formal notification of job vacancies by employers has largely moved from print media to the internet and web-based services have become established which facilitate new forms of job search and application, and matching of workers with job opportunities. The internet has created new opportunities for job seekers to access more easily and more cheaply a wider range of vacancies than was possible previously. 
However, there are concerns that inequalities in use of and access to the internet and use of other ICTs will intensify difficulties experienced by disadvantaged groups in accessing vacancies and associated support and benefit services, especially as the amount of information and transactions conducted online increases, with public employment services also placing greater emphasis on e-services.
 Therefore, initiatives aimed at supporting the development of the skills necessary to take advantage of these technologies play an important role, particularly in helping citizens at risk of exclusion. From an employers’ perspective, it is difficult to make robust assessments of the incidence of use of new technologies in erecruitment and e-selection given the pace of change in technology a lack of comprehensive evidence of employers’ recruitment and selection methods. What is clear is that practice is changing and that it varies. 
ICT-enabled recruitment and selection may have advantages for employers in terms of cost, convenience, ease of communication, flexibility in terms of content and ease of making changes to processes and practices. But this may enhance the disadvantage of ‘at risk’ groups. ICT enabling new ways of working The implementation of ICT has revolutionised the workplace enabling new and 	1
innovative ways of communicating, searching, sharing, storing, creating, processing and presenting information and knowledge. As a consequence, ICT has enabled new ways of working, including flexible working arrangements and ‘teleworking’, which has enabled those who have difficulties in accessing the labour market (such as health and mobility issues, caring responsibilities, those wishing to study alongside work, etc.) to undertake employment and enhance their employability.
 Dewan and Kraemer, 2000 spoke about Some ways in which ICT can increase employability of young people is by helping them develop soft skills relevant to the world of work such as team working and problem solving;
 by enhancing access to a wider range of careers information advice and guidance; and by providing confidential support for disadvantaged members of minority groups, particularly those with concealable stigmatised identities. 
Schools are highly relevant for the acquisition of young people’s ICT 3competencies and there has been some considerable progress in ICT learning; nevertheless, the digital divide within schools impacts on the acquirement of ICT. The role of labour market intermediaries and support agencies is very pronounced as a mediator in young people’s transitions, especially for early school-leavers, drop-outs from vocational training and for those people experiencing unemployment after a period of employment. In order to help lower skilled young people to gain necessary ICT skills and find sustainable entrance to the labour market, many active labour market programmes (ALMPs) include ICT training both in more general education (basic computer courses) or specific vocational skills (advanced computer courses or courses providing e.g. technical and manufacturing skills). Other possible skills gained in an ALMP include the ability to write a CV or to submit a job application. 
ICT, employability and older workers Studies drawing on large-scale longitudinal datasets have analysed the likelihood of older workers using computers at work remaining in employment in the short to medium term. 
The evidence shows a relationship between computer skills and delayed retirement. It has been argued that in order to stay in employment, older workers not only need acquire the required ICT skills but also exploit them in their work. Moreover, level of education was identified as a relevant variable for men but not for women. 
Although results suggest that possession of ICT skills is important in enhancing employability of older people, health has a more crucial role to play in remaining in employment. The literature highlights three theoretical considerations that can a have bearing on the take up of technology in later life: its use in the household during one’s upbringing; socialisation at work with women assumed to be at a disadvantage due to the segmentation of the labour market; and the size and “immediacy” of social networks assumed to shrink in later life. 

2.1.4 Threats on human reasource and ICT
Human resources department is responsible for managing the organization's people. As technology advances, technical changes create challenges that human resource managers must face. An organization's workforce has to keep up, or the company risks being left behind as tech-savvy competitors move in. The human resource manager plays an important role in helping employees keep pace with technical changes. 
Resistance to Change
As with any change in the workplace, changes in technology may result in anxiety and even resistance among employees. Technical changes can be seen specifically as threats by employees who envision that their roles within the company will be replaced by a machine or computer that can do the job cheaper or faster. Developing strategies to combat this resistance to change is key to the human resources manager's role. This starts by assuring employees of their worth and meaningful place within the business and by helping them to see the technology as an aid not a hindrance to their work.

Dealing With Workforce Shortages
Even when unemployment is at record high levels, a shortage of skilled workers exists in many industries. As a result, human resource mangers often find it difficult to find workers who are adept at using new technology. This means two things for businesses: they must train their current employees to keep up with technical changes and they must motivate and encourage employees who they bring on board to be the best they can be at using new technology. Human resources can also facilitate further education programs, training days, conferences and seminars to keep employees' skills fresh.
Training
Providing training and support to employees who wish to keep up with technical changes not only benefits the company but also helps the employees who take this route to feel like they are a vital part of the business. The human resources manager can face this challenge head on by identifying the core areas of the business where training is needed and by offering either on-site programs or by facilitating training opportunities for employees off-site.
Managing Information
Human resource managers have a vital role to play in managing information and securing the privacy of information. As the technology within an organization advances, so too do the privacy and security concerns connected with those technical changes. Providing employee training on how to secure data and prevent privacy breaches to keep business information secure are challenges human resources faces in this area. Communicating with technology vendors and keeping up-to-date with the technical aspects of the company are key ways for human resources managers to recognize and confront this challenge.

2..2                              Theoretical framework
2.2.1 Organizational Life Cycle Theory
This is one of the HR theories. Historians and academicians have observed that organizations, just like that of living organisms, have life cycles. They are born (established or formed), they grow and develop, they reach maturity, they begin to decline and age, and finally, in many cases, they die. Study of the organizational life cycle (OLC) has resulted in various predictive models. These models, which have been a subject of considerable academic discussion, are linked to the study of organizational growth and development. Organizations at any stage of the life cycle are impacted by external environmental circumstances as well as internal factors. The rise and fall of organizations and entire industries have been witnessed. Products also have life cycles, a fact that has been long recognized by marketing and sales experts. It seemed reasonable, for academicians,  to conclude that organizations also have life cycles.

2.2.2 Strategic Contingency Theory
The second one among the HR theories is strategic contingency theory, which, as the name suggests,  is based on two concepts i.e. ‘Contingency’ and ‘Strategic’ aspect of contingency.
A Contingency is a need for different tasks of a subunit in an organization on which tasks of other subunits create an effect. This contingency becomes strategic once other subunit starts controlling more contingencies and becomes powerful in an organization.
As per the Strategic contingency theory, a leader becomes a central part of an organization due to his/her unique skills to solve issues or problems which others are unable to solve. Too much dependency lies on a leader so he/she is not easily replaceable.
Hickson who is the founder of this theory wrote:
Organizations can be described as a collection of departments or functions that align together to cope with uncertainty.
‍Factors like politics and power play an important role in the management of strategic contingencies. Hickson also stated a practical example in support of his strategic contingency theory concept.
Advantages of the theory:
· Strategic Contingencies Theory focuses on tasks that need to be done in the form of problems to be solved, thus de-emphasizing personality. If a person does not have charisma but is able to solve problems, then s/he can be an effective leader.
· That problem solving assumes a central role in a leader's ability conforms to a common-sense view of the world; there is little need to provide an elaborate explanation as to why it can work.
· The theory helps to objectify leadership techniques, as opposed to relying on personalities.
· In a situation where persons are rational agents, such as in scientific and formal academic settings, the Strategic Contingencies Theory would have more force and effect. That is, it identifies what is common to the group -- the orientation towards problem-solving -- and addresses it directly.
· The theory is simple and uses only the variables affecting power in contingency control by an organizational subunit. As Hickson admits, in "A Strategic Contingencies' Theory of Intra organizational Power" (Webpage link no longer valid) "Other possible explanations of power are not considered." Further research would be needed to test whether such a need exists to include them. Hickson admits that other variables may affect power but are assumed to affect it "...in other ways than by control of contingencies." 

2.2.3 General Systems Theory
Another one of HR theories or a theory that is widely applied to HRM is the Systems theory is the interdisciplinary study of systems. A system is a cohesive conglomeration of interrelated and interdependent parts which can be natural or human-made. Every system is bounded by space and time, influenced by its environment, defined by its structure and purpose, and expressed through its functioning. A system may be more than the sum of its parts if it expresses synergy or emergent behavior.
Changing one part of a system may affect other parts or the whole system. It may be possible to predict these changes in patterns of behavior. For systems that learn and adapt, the growth and the degree of adaptation depend upon how well the system is engaged with its environment. Some systems support other systems, maintaining the other system to prevent failure. The goals of systems theory are to model a system's dynamics, constraints, conditions, and to elucidate principles such as purpose, measure, methods, tools that can be discerned and applied to other systems at every level of nesting, and in a wide range of fields for achieving optimized equality. It is quite visible how it can be applied to HR and hence one of the widely spoken HR theories.
2.2.4 Ability, Motivation and Opportunity (AMO) Theory
The ability, motivation and opportunity (AMO) framework (Appelbaum, Bailey, Berg & Kalleberg, 2000; Boxall & Purcell, 2003) has been largely accepted for explaining the linkage between human resources management and performance. In fact, many of the articles published after 2000 that explore the HRM-performance linkage use this theoretical framework either explicitly or implicitly (Boselie, Dietz & Boon, 2005; Ehrnrooth & Björkman, 2012; Hutchinson, 2013; Paauwe & Boselie, 2005).
According to some authors, the origins of the model lie in the theoretical discourse between industrial psychologists, who assume that performance is a function of training and selection (thus ability), and social psychologists, who believe that motivation is essential to ensure performance (Maclnnis & Jaworski, 1989). Later, Vroom (1964) adopted an interactive relationship considering both ability and motivation, and explaining performance by the function P = f(A x M) (Blumberg & Pringle, 1982). As can be seen, this function considered that only personal dimensions affect performance, and was not capable of explaining the external environment effect. With the aim of solving this issue, Blumberg and Pringle (1982) developed a new model, broadening the concepts of motivation and ability, and introducing a new one: opportunity, which they considered the missing dimension. As a result, performance was a function of capacity to perform (including different variables such as age, knowledge, level of education and energy level), willingness to perform (including variables such as motivation, job satisfaction, personality, values, and expectations), and opportunity to perform (that included variables such as working conditions, tools, materials, leader behavior, procedures and time) (Blumberg & Pringle, 1982). These authors pointed out that all three elements (opportunity, capacity, and willingness) must be present for performance to occur, assuming an interactive model (P = f(O x C x W)). Also, low levels of any of the dimensions would considerably decrease levels of performance (Blumberg & Pringle, 1982).

2.3                     Empirical Review
Mohammed (2015) investigated the impact of ICT on HRM practices, this study seeks to contribute to literature by investigating how ICT affects the efficiency of HRM (Ability of HRM to operate faster and at a lower cost).
Yet, recent empirical evidence from developing countries suggested that increased investment in ICTs does not necessarily lead to higher HR performance (Dewan and Kraemer, 2000; Lal, 2001; Chowdhury, 2006). This might reduce the enterprises’ incentives to use ICTs, especially when they are facing tight budgetary constraints. In addition, many enterprises are still using traditional methods and these enterprises can switch to use ICTs only if the benefits derived are higher than the investment and maintenance costs.
Human Resource Information Technology (HRIT) can improve the performance of HR professionals and makes them involve in the company’s internal consulting activities (Albers et al. 1997). In addition, Ulrich (1997) mentions that the use of HRIT provides value to the organization and raises HR professionals’ status in the organization.
                
2.4  Summary  of Gap in Literature
Human Resource Management (HRM) includes activities such as recruiting, training, developing and rewarding people in the organization. HRM must aim at achieving competitiveness in the field of HR by providing constant educational and training programs for the personal and professional development of the employees of the organization.
It has been conventionally proved that Information and Communication Technology (ICT), such as the Internet, mobile communication, new media, and such in HR can greatly contribute to the fulfillment of personnel policies of the organization. Technological advancement can have a huge impact on the HR department of an organization. It allows the company to improve its internal processes, core competencies, relevant markets and organizational structure as a whole.
Human Resource must mainly be focused on the strategic objectives of the organization. These strategies must be led to incorporate an IT strategic plan for the organization. These are activities related to any development in the technological systems of the entity, such as product design (research and development) and IT systems.
Technology development is an important activity for the innovation process within the business, and may include acquired knowledge. In the context, all activities may have some technical content, and results in greater technological advancement.
Information Technology may have a greater impact on organizations that exist in a dynamic environment. This will lead to greater efficiency and effectiveness of the Human Resources.  Hence, utilizing IT application for database management and advances recruitment system will increase the efficiency of the business.
However, innovation in Human Resource Management can manifest itself in a number of ways:
1. To identify solutions quickly and flexibly during a negotiation
2. To identify new ideas for products and services
3. To identify new markets
Innovations such as these are supplemented with Information Technology to create a positive impact in HR. Rosabeth Moss Kanter, one of the leading management theorists of her time, argued that the re-birth and success of business organizations will depend upon innovation developing new products, introducing new services, and operating methods, entrepreneurship (taking business risks) and inclusive management 

2.5 Background of lucky fibre Nigeria plc.
Company Profile

Introduction:
Lucky Fibres Limited is a member of Tolaram Group of Companies, an international group with vastly diversified activities ranging from its core business of manufacturing of Consumer products and textiles to the trading of various end products, financial services and real estate business.

Lucky Fibres (Nigeria) Limited was incorporated as a Limited Company in 1986. It has started its manufacturing activities in 1990 as a producer of raw materials for carpets manufacturers in Nigeria
i.e. PP Yarn and gradually evolved as a dominant player in the carpet industry of the country. The Company is presently engaged in manufacturing of bulk continuous filament yarn (PP yarn), tufted, printed and woven carpets.

 
Share Holdings

The authorized share capital of the Company is N 3 Billion and issued and Paid up capital is N 2.046 Billion held by its parent Company i.e., Tolaram Africa Pte Limited to the extent of 96%  with  the balance holding of 4% with local shareholders.


Environment Friendly

The Company has demonstrated a very high level of environmental commitment with its premises of manufacturing facilities being beautifully landscaped, well drained, and decorated with the greenery all around it. The process of manufacturing is also environmental friendly and does not involve any kind of wastes.

Lucky Fibres Plc is committed to environmentally  sound  and  sustainable  business  practices,  taking into consideration compliance with relevant National, State, Local laws and regulations. It has given highest priority to the health and safety of employees, customers and other associates and ensures a conducive and beautiful environment.

Considering the above factors, the Company have been awarded with the by Lagos State Environmental Protection Agency for the year 2000 being the most environmental friendly Company in the State and also won State Award in the year 2003.

Lucky Fibres was the first company to introduce flame retardant carpets in the country. Keeping this in mind, Nigerian Institute of Architects conferred the ward of Best Environment Friendly Product in the year 2006 at the Archibuilt 2006.








CHAPTER THREE
 RESEARCH METHODOLOGY
3.0 Introduction 
        This study consists of three parts: research design, population of the study, sample size and sampling design, sampling technique, research instrument for data collection, method of data analysis, reliability and validity of the instrument used.

3.1 Research Design
Research design could be described as the blue print that allows a researcher to provide solution to the problem of who to study, what to study, when to study and how to generate data in research situation. For the purpose of this study, the research designs  survey was used and Goldhor (2012) define survey as those techniques which is used to gather contemporary data either by direct measurement or solicitation from others.
The design focused on gathering information influence of ICT on human resources management in a manufacturing company, a study of lucky fibre Nigeria plc.
 This was due to the fact that the questionnaire was given to specific staff who fulfilled the specific requirements of being at a particular positional level within their organization. Each questionnaire was in two parts; the first part of the questionnaire collected demographic data such as sex, age, level of education and length of service of staff. The second part consisted of questions to elicit information from staff as to whether employee’s job security and it’s effect on organisational performance.


3.2   Population of Study
· The study was carried out among the staff of lucky fibre Nig.PLC  a total number of 220 employees.

3.3 Sample size and Sampling Design
· The purpose of sampling design is to select a small segment of the whole population so that through it we can make reference to that population (Babalola 2005).  The sample size for the research work is  sixty four (64) to be chosen randomly from the population.
· Formular for sample size:  For this research work the sample size is determined by Taro Yamani method
Where n= population of the study
E= margin of error
1= constant
N=220
E= 0.05  (5%)
1=1
 220
1+520(0.05)2
220        
1.5
Sample Size = 147
Sample Size = 147
Sampling technique 
For the purpose of this study, mulit stage sampling technique was used:
Stage1
There was purposive selection of lucky fibre Nigerian PLC, in view of the presence of ICT in the work organization.
Stage2
There was random selection of the work organization in the midst of many manufacturing companies in ikorodu lagos state.
Stage3
There was stratified sampling method of diving the workers in the organization to different departments and finally sample size was randomly selected among the various departments.

3.4  Research instrument for data collection
To collect data for this work questionnaire and company records is used (primary and secondary) 

3.5   Source of Data
Data for this study shall be collected from both primary and secondary source. Primary data refers to the original data collected by the researcher  for the research work. Such data has never been used by any researcher. Sources of primary data include direct observation, Questionnaire etc. while Secondary Data these are data that have been previously used for one purpose by the originator which the researcher found useful for his own research work. Such data are from existing textbooks, journals, report of annual general meetings, etc

3.6   Method of Data Analysis	
Simple percentage is used to analyze the questions while linear regression shall be used to test the hypothesis on SPSS 23.0.Two main analytical methods will be applied in this study, namely, descriptive statistics and inferential statistics. In order to effectively conduct a valid analysis in the presentation and analysis of the data collected on the research field, the researchers used descriptive Statistical knowledge that will be employed is descriptive Statistics such a percentage, frequency and inferential Statistics such as correlation and regression.
Not enough researchers have made contribution concerning influence of ICT on human resources management in a manufacturing company, a study of lucky fibre Nigeria plc.
Furthermore, the literature has not been updated in recent years.
 It is a reputable insurance company and It is easy to generate and collect data for the study.
This study therefore, will contribute by updating the existing literature, filling the gap, and analyzing the relationship between the variables.

3.7 Reliability and Validity of the Instrument
Reliability refers to the extent that the instrument yields the same results over multiple trials. Validity refers to the extent that the instrument measures what it was designed to measure.
Reliable measures are those with low random (chance) errors. Reliability is assessed by one of four methods: retest, alternative-form test, split-halves test, or internal consistency test. Validity is measuring what is intended to be measured. Valid measures are those with low nonrandom (systematic) errors.
CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.0	Introduction 
This chapter study focused on analysis of data collected. The resulting analysis will be interpreted and presented. 147 copies of questionnaire were carefully administered to respondents fur the purpose of this research, however, only 130 copies were correctly filled and returned at the stipulated time to be used for analysis. This indicated 88.4% response rate. Thus, 130 copies of questionnaire retrieved were analyzed and presented in tables with the aid of Software Package for Social Science (SPSS) for easy comprehension.
Table 4.1 Preliminary Survey Details
Response Rate to Questionnaire Administered
	S/No
	Questionnaires
	Frequency
	Percentage

	1.
	Number of questionnaire administered
	147
	100%

	2
	Number of questionnaires not properly administered
	7
	5.4%

	3.
	Number of questionnaires not retrieved
	10
	7.7%

	4.
	Questionnaires retrieved and used for the final analysis
	130
	88.4%


Source: Field Survey 2021
Table 4.1 above provides the response rate to questionnaires administered. A total of 240 copies of questionnaire were administered. The total number of questionnaires retrieved after administration was 220 while 5 copies were not properly administered and 15 copies were not retrieved. This means 91.6% response rate was achieved.  


Table 4.2.	Demographic Data of the Respondents.
The following shows the frequency counts and percentage of demographic data of the respondents in terms of their Age, Gender, Educational Qualification, Work experience and staff category.

	Variable
	Frequency
	Percentage (%)

	AGE
	
	

	21-30 years
	20
	15.4

	31-40 years
	60
	46.2

	41-50 years
	20
	15.4

	51 years and above
	30
	23.1

	TOTAL
	130
	100.0

	GENDER 
	
	

	Male
	60
	46.2

	Female
	70
	53.8

	TOTAL
	130
	100.0

	EDUCATIONAL QUALIFICATION
	
	

	SSCE
	0
	0.0

	OND/NCE
	0
	0.0

	B.Sc/HND
	80
	61.5

	MBA/MS.c/Ph.D
	50
	38.5

	TOTAL
	130
	100.0

	EXPERIENCE
	
	

	0 - 5 years
	10
	7.7

	6 - 10 years
	20
	15.4

	11 – 15 years
	90
	69.2

	15 years and above
	10
	7.7

	TOTAL
	130
	100.0

	STAFF CATEGORY
	
	

	Management staff
	100
	76.9

	Academic staff
	0
	0.0

	Senior staff
	30
	23.1

	Junior staff
	0
	0.0

	TOTAL
	130
	100.0


Source: Field Survey 2021
Table 4.2 presented the demographic information of the respondents. The Age of the respondents is presented as follows. From the table above, it can be seen that 20 respondents representing 15.4% were between ages 21-30 years, 60 respondents representing 46.2% were between ages 31-40 years, 20 respondents representing 15.4% were between ages 41 - 51 years while the remaining 30% are 51 years and above. Hence majority of the employees were between the ages 31-40 years.
As shown above, 60 respondents are male representing 46.2%; while 70 representing 53.8% were female. This simply implies that majority of the employees that participated in the study were female.
The educational qualification of the respondents is presented as follows. 80(61.5%) of respondents were BSc/HND while 50(38.5%) respondents have either MBA/MS.c/Ph.D. The result indicated that. majority of the employees hold Bachelor’s degree and Higher Diploma degree.
Results also showed that 10 (7.7%) respondents have 0-5 years of experience, 20 (15.4%) respondents have 6 -10 years, 90 (69.2%) respondents have 11 – 15 years of experience while 10 (7.7%) respondents have 15 years’ experience and above.
With respect to staff category of the respondents; as shown in Table 4.2, 100 respondents representing 76.9% were management staff while the remaining 30 respondents which represents 23.1% of the total sample were Senior staff. The study involved majorly management staff.
4.3. The effectiveness of ICT in recruitment and selection process in the organization
This section presents the opinion of respondents by the employees in response to research question one which examined the effectiveness in recruitment and selection process in the organisation.
Table 4.3.1. Through ICT, recruitment and selection are being effectively implemented
	Responses
	Frequency
	Percentage (%)

	Strongly Disagree
	0
	0.0

	Disagree
	10
	7.7

	Undecided
	0
	0.0

	Agree
	40
	30.8

	Strongly Agree 
	80
	61.5

	Total
	130
	100.0


Source: Field Survey 2021
Table 4.3.1. above showed the reaction of respondents to the effectiveness of ICT in recruitment and selection in the work organization. To support this, it was asked whether through ICT, recruitment and selection were being effectively implemented in the work organization. Reacting to this view, 0.0% of the respondents strongly disagreed, 7.7% disagreed, 0.0 %undecided, 30.85 agreed while 61.5% strongly agreed. As long as the highest proportion of the respondents strongly agreed with this view, it could be said that in the work organization, recruitment and selection were being effectively examined. This is a clear demonstration of the effective use of ICT in the work organization most especially when it comes to recruitment of new staff which promotes efficiency and fairness in employment process

Table 4.3.2:  Through ICT, recruitment and selection are of standard in the organizational performance
	Items 
	Frequency
	Percent (%)

	Strongly Disagree
	0
	0.0

	Disagree
	0
	0.0

	Undecided
	10
	7.7

	Agree
	90
	69.2

	Strongly Agree 
	30
	23.1

	Total
	130
	100.0


Source: Field Survey 2021
Table 4.3.2 above showed whether recruitment and selection were of standard in the work organization. While 0.0% of the respondents strongly disagreed, 0,0% also disagreed with the claim. In addition, 7.7% of the respondents were undecided, 69.2% agreed and 23.1% strongly agreed. This analysis revealed that in the work organization, their recruitment and selection processes were standard and effective. Thus, the organization would be able to benefit from it in terms of having the right calibre of workforce with the right skills and knowledge to perform their job.
4.4: The relationship between how ICT and manpower planning in the work organization
This section is intended to illustrate the association between how ICT affects manpower planning in the work organisation

4.4.1: ICT has facilitated proper planning for recruitment and retirement of workers

	Responses
	Frequency
	Percent (%)

	Strongly Disagree
	0
	0.0

	Disagree
	0
	0.0

	Undecided
	0
	0.0

	Agree
	30
	23.1

	Strongly Agree 
	100
	76.9

	Total
	130
	100.0


Source: Field Survey 2021 
Contemporary society is experiencing technological and information revolution which promotes business transaction and network connection among various individuals. Table 4.4.1 above showed how ICT had fostered proper planning for recruitment new staff and retirement of old staff whether all workers enjoy good internet connection thereby promoting fast and better communication and effective work done. While 0.0% of the respondents strongly disagreed, 0.0% also disagreed. Meanwhile, 23.1% agreed and the highest proportion (76.9%) strongly agreed. The implication is that in the work organization, employees enjoy regular internet services not only in the recruitment process but also in the area of performance of other assignments.
4.4.2: Through the use of ICT, employees’ training has been effective in the organization
	Responses
	Frequency
	Percent

	Strongly Disagree
	0
	0.0

	Disagree
	0
	0.0

	Undecided
	0
	0.0

	Agree
	80
	61.5

	Strongly Agree 
	50
	38.5

	Total
	130
	100.0


Source: Field Survey 2021
As to the view that through the use of ICT, manpower training has been effective in the organization, 0.0% of the respondents strongly disagreed, 0.0% disagreed, 0.0% undecided, 61.5% agreed while 38.5% of the respondents strongly agreed. From the foregoing, it is logical to conclde that the use of ICT has been effective I manpower training in the work organization as supported by majority of the respondents (61.5%). In the modern world, absence of ICT in the training of workers cannot achieve meaningful result, hence, the work organization must not under value the significance of ICT at any point in time.

4.5: The relationship between the limit to which ICT can be used and where manpower comes in 
This section showed the frequency count and percentage of the responses of respondents on the limit to which ICT can be used and where manpower come in a manufacturing company.
4.5.1: ICT distracts employees from performing their functions to the fullest capacity

	Responses 
	Frequency
	Percent (%)

	Strongly Disagree
	50
	38.5

	Disagree
	10
	7.7

	Undecided
	40
	30.8

	Agree
	10
	7.7

	Strongly Agree 
	20
	15.4

	Total
	130
	100.0


Source: Field Survey 2021
Table 4.5.1. above showed whether ICT distracted employees from performing their functions to the fullest capacity. While 38.5% of the respondents strongly disagreed, 7.7% disagreed, 30.8% were undecided, 7.7% agreed, while 15.4% strongly agreed. By implication, majority of the respondents (38.5%) opposed this view and this demonstrated that  employees in the work organization were not affected negatively in rather it added proficiency to their job performance.


4.5.2: Technology is risky to manpower in the organization

	Responses
	Frequency
	Percent

	Strongly Disagree
	0
	0.0

	Disagree
	10
	7.7

	Undecided
	10
	7.7

	Agree
	30
	23.1

	Strongly Agree 
	80
	61.5

	Total
	130
	100.0


Source: Field Survey 2021
As to whether the use of technology was risky to manpower in the organization, 0.0% of the respondents strongly disagreed, 7.7% disagreed, 7.7% were undecided, 23.1% agreed while61.5% strongly agreed. Perhaps majority of the respondents (61.5%) have experienced where many workers were laid off due to the introduction of new technology into any work organization and that was why the supported the claim the technology was risky to manpower in the organization.




4.6: The relationship between the impact of ICT and employees’ performance appraisal in the organisation
This section showed the responses of the respondent on the statements above
4.6.1: ICT can be used to identify and develop employees’ performance in the organization

	Reponses
	Frequency
	Percent (%)

	Strongly Disagree
	0
	0.0

	Disagree
	10
	7.7

	Undecided
	40
	30.8

	Agree
	30
	23.1

	Strongly Agree 
	50
	35.5

	Total
	130
	100.0


Source: Field Survey 2021
Employees’ performance is a function of many factors. However, in the contemporary society, employees’ performance can be reinforced by the use of ICT since it hastens work processes, reduces time wastage and lessens cost of running businesses. Table 4.6.1. above showed how ICT can be used to identify and develop employees’ performance in the organization. While 0.0% of the respondents strongly disagreed, 7.7% disagreed, 30.8 % were undecided, 23.1% agreed and the highest proportion (35.5%) of the respondents strongly agreed with this claim.  In view of this, it could be said that the use of ICT would go a long way in identifying and facilitating employees’ performance in the work organization.
4.6.2: A good performance management process only works when ICT is actually used

	Responses
	Frequency
	Percent

	Strongly Disagree
	0
	0.0

	Disagree
	0
	0.0

	Undecided
	10
	7.7

	Agree
	120
	92.3

	Strongly Agree 
	0
	0.0

	Total
	130
	100.0


Source: Field Survey 2021
In the contemporary society, effective performance is critical to the survival of any work organization. It is when this is done that the stated objectives of the organisation can be achieved. However, one of the effective ways of attaining proper performance of job is the use of ICT by the employees. In Table 4.6.2 above, as to whether a good performance management process could only work when ICT wa actually used, 0.0% of the respondents strongly disagreed, 0.0 disagreed, 7.7 % were undecided, 92.3% agreed, while0.0% strongly agreed. Considering the importance of ICT in business organisations nowadays, it logical to affirm that employees in this work organization appreciated the value of ICT in all facets of their work organization and that was why majority of them (92.3%) supported that ICT enhanced effective performance management process.

4.7   HYPOTHESES TESTING
Hypothesis One
Ho: There is no significant relationship between the effectiveness of ICT and  recruitment of employees.
H1:There is significant relationship between the effectiveness of ICT and recruitment of employees.



Table 4.7.1:                                           Correlations
	
	
	
	ICT help in recruiting
	Management of employees

	Spearman’s rho
	ICT help in recruiting
	Correlation coefficient
	1.000
	.408**

	
	
	Sig (2-tailed)
	.
	.000

	
	Management of employees
	Correlation coefficient
	.408**
	1.000

	
	
	Sig (2-tailed)
	.000
	.

	
	
	N
	130
	130


Source: Field Survey 2021
[bookmark: _heading=h.gjdgxs]The result above indicated that there is a weak positive correlation between ICT help in recruiting and management of employees with correlation coefficient “r” being 0.408. In other words, the relationship between ICT help in recruiting and management of employees is relatively low. Also, the significant value (sig 2- tailed) “0.000” is lower than the p-value (p-value = 0.05). This implies that the weak relationship observed between the two variables is significant. Hence, null hypothesis is rejected, while alternative hypothesis is accepted. 
Hypothesis Two
 Ho:  There is no significant relationship between ICT and manpower planning.
H1: There is significant relationship between ICT and manpower planning.





Table 4.7.2                                                     Correlations
	
	
	
	ICT
	Manpower planning

	Spearman’s rho
	ICT
	Correlation coefficient
	1.000
	.283**

	
	
	Sig (2-tailed)
	.
	.001

	
	Manpower planning 
	Correlation coefficient
	.283**
	1.000

	
	
	Sig (2-tailed)
	.001
	.

	
	
	N
	130
	130


Source: Field Survey 2021
[bookmark: _heading=h.30j0zll]The result above indicated that there is a very weak positive correlation between ICT and manpower planning with correlation coefficient “r” being 0.283. This implies that ICT contributes a little to manpower planning in the organisation. Also, the significant value (sig 2- tailed) “0.001” is lower than the p-value (p-value = 0.05). This implies that the relationship observed between the two variables is significant. Hence, ICT will only improve manpower planning to a minimal extent. To this effect, null hypothesis is rejected, while alternative hypothesis is accepted, which means, there is a significant relationship between ICT and manpower planning.

4.7.3: Hypothesis three: 
Ho: There is no significant relationship between the limit to which ICT can be used and where does manpower comes in.
H1: There is significant relationship between the limit to which ICT can be used and where does manpower comes in. 


Correlations
	
	
	
	ICT limitation
	Manpower

	Spearman’s rho
	ICT limitation
	Correlation coefficient
	1.000
	-.269**

	
	
	Sig (2-tailed)
	.
	.002

	
	Manpower
	Correlation coefficient
	-.269**
	1.000

	
	
	Sig (2-tailed)
	.002
	.

	
	
	N
	130
	130


Source: Field Survey 2021
[bookmark: _heading=h.1fob9te]The result above indicated a weak negative correlation between the ICT limits and manpower in the organisation with correlation coefficient “r” being -0.269. To some extent, ICT limits have negative effect on manpower in organisation, this means that the limitation in ICT will result in low manpower efficiency in the organisation. Also, the significant value (sig 2- tailed) 0.02 is lower than the p-value (p-value = 0.05). This implies that there is a weak, negative and significant relationship between the ICT limits and manpower in the organisation. Hence, Null hypothesis is rejected while alternate hypothesis is accepted. 
Hypothesis four:
Ho: There is no significant relationship between ICT and employee  performance apprisal in the work organization
H1: There is significant relationship between ICT and employee  performance apprisal in the work organization

Table 4.7.4 					Correlations
	
	
	
	Impact of ICT
	Employees’ performance appraisal

	Spearman’s rho
	Impact of ICT
	Correlation coefficient
	1.000
	.532**

	
	
	Sig (2-tailed)
	.
	.000

	
	Employees’ performance appraisal
	Correlation coefficient
	.532**
	1.000

	
	
	Sig (2-tailed)
	.000
	.

	
	
	N
	130
	130


Source: Field Survey 2021
[bookmark: _heading=h.3znysh7]The result above indicated that there is a moderate positive correlation between impact of ICT and employees’ performance appraisal with correlation coefficient “r” being 0.532. Hence, the relationship between the ICT impact and employees’ performance appraisal is moderate and this means ICT impact contribute moderately to employees’ performance appraisal. Also, the significant value (sig 2- tailed) which is “0.000” is lower than the p-value (p-value = 0.05). This implies that the association between ICT impact and employees’ performance is significant. On this basis, null hypothesis is rejected, while alternative hypothesis is accepted.



DISCUSSION OF THE FINDINGS
In this section, we discussed the findings from the analysis of the topic under study. The general objective of this research is to determine the influence of ICT on human resources management in a manufacturing company. The general objective is further subdivided into four specific objectives. The research makes use of a survey design in order to get information influence of ICT on human resources management in a manufacturing company from selected respondents. The data collected were then analyzed using descriptive statistics and inferential which arrive at findings. The findings from the study are presented as follows. 
The research assessed the association between how ICT help in recruiting employees and how employer manage the employees. The findings showed that there is a significant weak positive relationship between in the manner in which ICT help in recruiting and how employers manage their employees. The significant value (sig 2- tailed) “0.000” is lower than the p-value (p-value = 0.05) which indicated a significant weak positive relationship between ICT help in recruiting and employees’ managements. 
Researcher also investigated the link between ICT and manpower planning in the work organisation. Findings showed that there is a significant weak positive relationship between ICT adoption and manpower planning. ICT adoption only have little effects on manpower planning in the organisation. Also, the significant value (sig 2- tailed) “0.001” is lower than the p-value (p-value = 0.05). This implies that the there is a significant relationship between ICT adoption and manpower planning.
In addition, the research analyzed the relationship between limitation in ICT and manpower in the organisation. Basically, a weak negative correlation was observed with correlation coefficient “r” being -0.269. To little extent, ICT limitations in adoption affects manpower in organisation, this means that the limitation in ICT will result in low manpower efficiency in the organisation. Also, the relationship between ICT limits and manpower in the organisation is significant. 
Lastly, the researcher verified the relationship between Impact of ICT and employees’ performance appraisal in the organisation. There was a significant moderate relationship between ICT impact and employees’ performance appraisal. In other works, improvement in ICT adoption will lead to moderate increase in employees’ performance appraisal. Also, a significant relationship was observed between Impact of ICT and employees’ performance appraisal in the organisation.
                 
                                                              CHAPTER FIVE
                           SUMMARY, CONCLUSION AND RECOMMENDATION
5.0   Introduction
  This chapter presents the summary of the findings, conclusions and recommendations based on the data analysed in the previous chapter. Some limitations have been identified.

5.1    Summary
The study focused on ‘Influence of ICT on Human Resource Management in a Manufacturing Company: A study of Lucky Fibre Nigeria PLC. The specific objectives of the study were:
1. To investigate the effectiveness of ICT in recruitment and selection process in the organisation
2. To verify the relationship between how ICT and manpower planning
3. To ascertain the limit to which ICT can be used and where manpower comes in
4. To evaluate the relationship between impact of ICT and employees’ performance appraisal in the organization.
The study employed organizational life cycle theory as a framework. The research design was purely survey with multistage sampling technique and questionnaire as the instrument for data collection. Data analysis involved the use of frequency, percentage and correlation to test the hypothesis.
 From the study, it was discovered that 61.5% of the respondents strongly agreed with the view that the use of ICT had been effective in recruitment and selection process. In addition, 69.2% of the respondents agreed that through ICT, recruitment and selection were of standard. In the same vein, the finding equally revealed that ICT had facilitated proper planning for recruitment and retirement of workers in the work organization as supported by 76.9% of the respondents. However, 61,5% of the respondents agreed that the use of ICT had made training of employees effective in the organization. As to whether ICT was risky to manpower, 61.5% of the respondents strongly agreed with the view. Meanwhile, 92.3% of the respondents were of the opinion that a good performance management process could only work when ICT was actually used.
Hypothesis 1 showed significant relationship between how ICT helped in recruitment/ selection and management of employees with significant value (sig.2- tailed) “0.000” less than p-value (p-value=0.05%), therefore, alternative hypothesis was accepted
Hypothesis 2 also indicated a significant relationship between ICT and manpower planning with significant value (sig. 2- tailed) “0.001” less than p-value (p-value =0.05), hence, alternative hypothesis was accepted.
Hypothesis 3 revealed that significant relationship existed between ICT limitation and the use of manpower in the organization with significant value 9sig. 2- tailed) “0.02” less than p-value (p-value=0.05), hence, alternative hypothesis was accepted.
Hypothesis 4 showed a significant relationship between the impact of ICT and employees’ performance appraisal with significant value (sig. 2-tailed) less than p-value (p-value=0.05) , therefore, alternative hypothesis was accepted.



5.2   CONCLUSION
In conclusion, there is no gainsaying the fact that ICT revolution has brought fundamental changes into modern society including the work organisations. The study revealed  quite well that ICT had been instrumental to recruitment and selection of the work organization which made  the selection process of new employees into the organization to be standard. ICT had promoted proper planning for recruitment and employees’ training has been effective.  However, sometimes ICT distracted employees from performing their jobs because it could be used to replace workers. Be that as it may, ICT reinforced good performance management process in the work organization. It is, therefore, imperative to submit that ICT revolution has reinforced much improvement in the study organization and it is pertinent for the management of the organization to keep on improving on the use of ICT in order to keep abreast with international best practices. This could only be achieved when employees are made to be exposed to regular training and development.

     5.3                RECOMMENDATION
1.   The human resource department of the work organization should continue to make use               of ICT in all its functions in order to make its functions more effective which will improve the quality of staff employed and the work done in the organization.
2.  Government should make the use of ICT mandatory for every work organization in both private and public sectors of national economy.  We in a digital era when little or nothing can be done effectively and quickly without ICT. Apart from the human resource department of all these work organisations, workers will be equipped with latest development in terms of skills, knowledge and attitudes towards their work.
3.  On regular basis Nigerian work organisations should promote the culture of regular training of their employees in the use of ICT skills most especially in human resource department in order to acquire the right workers with the right skills in the right place
4.   All public and private work organisations in Nigeria must inculcate effective use of ICT   for manpower planning which will prevent shortage and excess of staff  that can reduce the issue, wastages,  lack of optimum use of resources and high cost of wages and salaries of workers.
5.   The world is now a global village, through the network of communication and information technology. Consequently, government should give financial assistance to serious work organisations in Nigeria especially those owned by Nigerians to development their ICT department which will make their functions to easier and more effective. This will bring about high productivity, more expansion and profit that can promote National Income.
                                   
   5.4            CONTRIBUTION TO KNOWLEDGE
1.    The study contributed to knowledge in the area of gap created in the statement of the problem. Past studies had examined the issue of human resource management relative to motivation, manpower planning, leadership, organizational productivity, however , little or nothing has been done in intellectual discourse on the issue of ICT relative to human   resource management.
2 .    The study contributed to knowledge in the area of bringing to the fore the basic benefits the study organization derived from the use of ICT and how other work organisations can tap from this idea in order to promote their human resource departments
      3.     The study contributed to knowledge in the sense that it will provide much understanding to  other researchers on the impetus of ICT in shaping the character, mission and vision of any work organization
4.    The study contributed to knowledge by revealing to the industrial policy makers the need to bring ICT revolution into their policy framework in order to accelerate industrial expansion in Nigerian economy. 

5.5                    SUGGESTION FOR FURTHER STUDIES 
           1.  Future studies can focus attention on the use of ICT in Nigerian public work organisations.
2.   Further studies can shift attention to comparative analysis of   effective use of ICT and human resource management in public and private work organisations.
3.     Further studies can compare the use of ICT in banking sector and oil sector relative their human resource department
4.    Further studies can make use of an organization with larger population and sample size with other method of data collection which probably can give us new findings that may be of tremendous benefit to academics and larger society.  
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APPENDIX

THE BUSINESS ADMINISTRATION DEPARTMENT
OF MOUNTAIN TOP UNIVERSITY
OGUN STATE

INFLUENCE OF ICT ON HUMAN RESOURCES MANAGEMENT IN A MANUFACTURING COMPANY A STUDY OF LUCKY FIBRES NIGERIA PLC
QUESTIONNAIRE
Dear Respondent,
My name is Olaniyan Oluwapelumi Stephen. I am a final year student of Mountain Top University. I am writing a project on the above-named topic in partial fulfilment of the requirements for the award of Bachelor of Science Degree in Industrial Relation and Personnel Management (IRPM). I will appreciate it if the questionnaire is completed to the best of your knowledge with utmost sincerity so as to achieve credible results. Your anonymity is guaranteed and the information provided will only be used for academic purpose, and will be treated with utmost confidentiality. 
Thank you.






SECTION A
Instructions: Please indicate by ticking (√) in the appropriate box.	
Please answer the following questions.
1     Age:    21-30    [    ]              31-40    [    ]        41-50    [    ]       51 and above   [   ]
2    Gender:      Male     [    ]              Female [    ]
3    Educational Qualification:    SSCE   [    ]            OND/NCE   [    ]       B.Sc/HND   [    ] 
     MBA/MS.c/Ph,D   [    ]
4    Experience   0-5 Years [    ]   6-10 Years   [    ]   11-15 Years   [    ]   15 and Above   [    ]
5. Staff category   Management Staff   [     ]   Academic Staff   [     ]    Senior Staff     [     ] 	   junior staff     [      ]

SECTION B
To examine the effectiveness in recruitment and selection process in the organization
Please tick one choice for each of the following statements according to your degree of agreeableness with the following statements in your organization.
SA- Strongly agree, A- agree, U- Undecided, D- disagree, SD- Strongly disagree 

	SN
	Variable
	SA
	A
	U
	D
	SD

	1.
	Recruitment and selection are being effectively examined  
	
	
	
	
	

	2.
	Recruitment and selection are of standard in organization performance
	
	
	
	
	

	3.
	Recruitment and selection are not complex or too much to be handel without the use of ICT
	
	
	
	
	

	4.
	Processing and feedback on recruitment and selection process are effective
	
	
	
	
	




SECTION C
To verify how ICT affects manpower planning in the work organization
Please tick one choice for each of the following statements according to your degree of agreeableness with the following statements in your organization.
SA- Strongly agree, A- agree, U- Undecided, D- disagree, SD- Strongly disagree
	SN
	Variable
	SA
	A
	U
	D
	SD

	1
	All workers enjoy good internet connection and this promotes fast and better communication and effective work done
	
	
	
	
	

	2
	Through the use of ICT manpower has not been effective in the organization
	
	
	
	
	

	3
	Manpower are much more effective due to the application of ICT in the organization
	
	
	
	
	

	4
	Production procress has been faster and easier due to the use of ICT and the reduction in manpower in an organization 
	
	
	
	
	




SECTION D
 To know the limit where ICT can be used and where man power comes in
Please tick one choice for each of the following statements according to your degree of agreeableness with the following statements in your organization.
SA- Strongly agree, A- agree, U- Undecided, D- disagree, SD- Strongly disagree
	SN
	Variable
	SA
	A
	U
	D
	SD

	1
	ICT distract manpower from performing to the fullest of its capacity
	
	
	
	
	

	2.
	Technology is risky to manpower in an organization
	
	
	
	
	

	3
	ICT can be used to its fullest in terms of producing all what the organzation requires without manpower support  
	
	
	
	
	

	4
	Manpower comes in more effectively when technology has high maintenance cost
	
	
	
	
	






SECTION E
To evaluate the impact of ICT on employees’ performance appraisal in the organization
Please tick one choice for each of the following statements according to your degree of agreeableness with the following statements in your organization.
SA- Strongly agree, A- agree, U- Undecided, D- disagree, SD- Strongly disagree
	SN
	Variable
	SA
	A
	U
	D
	SD

	1
	ICT can be used to identifie and develop employees performance in the organization
	
	
	
	
	

	2.
	A good performance management process only works when its actually used
	
	
	
	
	

	3
	Technology is also the best way to keep employees aligned, when it comes to performance being on the same page is critical 
	
	
	
	
	

	4
	Finally technology automatically creates digital records of performance appraisal in the organization 
	
	
	
	
	



How effective is ICT management in enhancing a manufacturing company?
Not Effective at all   [        ]            Somehow Effective    [        ]           Undecided    [       ]      Effective     [         ]         Very Effective    [        ]    

THANK YOU

