UNIOSUN INTERNATIONAL JOURNAL
OF BUSINESS ADMINISTRATION
(UIJBA)

FACULTY OF MANAGEMENT SCIENCES

| DEPARTMENT OF BUSINESS ADMINISTRATION

OSUN STATE UNIVERSITY, OSOGBO.
OSUN STATE, NIGERIA




nternational Journal of Business Administration

Uniosun I
‘Business Administrat ;2017 UNIOSUN
i siness Administration 1(3),201
UNIOSUN International Journal of Busin o s QOANIOWN

i " Business Administration I ) . ' 5, De
lnlcrnmlonnl S v Osun State University, Osogbo, OsunState, Nigeria.

of Business Administrmion.

Editorial Board e
Dr. Oladele Ayodeji Ilesanmi '[[::;h:xoar ir:n E%‘}:Lf.
Dr. 1dris Adegboyega Onikoy! anaging Editor
Dr. Bayode Olusanya Baba‘ltu'nde
Dr. Aderonke Agnes Oyeniyl
Dr. Adeyemi A.O.

Dr. Sanusi

Dr. Olu Ajayi

Dr. Olu Ojo

Editorial Advisory Board _
Prof. D.I Akintayo - Faculty of Management Scie

Prof, Bolaji Omitola - Faculty of Social Sciences, Osun State University
Prof. A.U. Inegbenebor — Faculty of Management Sciences, Department of Business Administration,

Benin City.
Prof. M.A Oladoja - Faculty of Management Scie
Prof. Akeem Olanrewaju Salami - Federal University, Abeokuta

Prof, ] Adewoye - Ladoke Akintola University of Technology, Ogbomosho
Prof. Abiola Idowu - Ladoke Akintola University of Technology, Ogbomosho
Prof. Emmanuel O. Oni - Federal University of Technology. Department of

Entrepreneurship and Business Studies
Prof. Adetayo Olusegun - Faculty of Administration, ObafemiAwolowo University, Ile-Ife

Prof. R.I. Akintoye - Babcock University, Ilishan-Remo.

Prof. Elena Druica - University of Bucharest, Romania.
Prof. Adrian Stancu - Faculty of Business Administration. Gas University of Ploiesti, Romania.

Prof. T.O. Asaolu - Faculty of Administration ObafemiAwolowo University, lle-Ife
Prof. Jide Oladele - Faculty of Management Sciences. Ekiti State University

Prof. Dayo Akinbobola- Economics Department, Obafemi Awolowo University, Ile-1fe
Prof. R.I. Akindele — Faculty of Administration, Obafemi Awolowo University, Ile-Ife
Dr. Sulaimon A.A. - Department of Business Administration, University of Lagos
Dr.Olagunju - Faculty of Management Sciences, Osun State University

Dr. Solomon Ojo - Faculty of Management Sciences, Osun State University

nces, Osun State University

nces, Osun State University

Business Manager
Dr. Olu Ajayi
Akintayo Akintunde A.



Uniosun International Journal of Business Adminls fratlon
CONTENTS
’ L] L] ' g s 17 nee | n
Clients' Attributes and Audit Report Lag: Evidence [rot
Companies in Nigeria g
Richard Orcoluwa AKINGUNOLA,; Kenny Adedapo :
& Rasaqg OKUNUGA

()uotcd

)YEMI 1

e nenefits and Challenges
Outsourcing Human Resource Activitics in 'N|gcr|e’1. Buj&cm"
AREMU, Nuha Salihu; ABOGUNRIN, Abiodun Peter 12
BAMIDELE, Ayodeji Gbenga
Impact of E-Payment of Tax on Tax Compliance in Nigeria
BOJUWON, M. (PhD); BABATUNDE, M. O & 23

AINA, A. O

Decent Work Agenda and Job Commitment of Factory Workers In

Ogun State, Nigeria : ii Ph.D
BANKOLE, Akanji Rafiu Ph.D.; BOYEDE Michael Ayodeji Ph.

& ODERINDE Adekunle Michael

32

Impact of Leadership Styles on Corporate Performance in
Union Bank Plc (2011-2015) 43
Florence B. Famolu

Impact of Cost Accounting on Efficiency of Manufacturing Firms in Nigeria

Lawal Babatunde Akeem 58

A Study of the Effectiveness of the Nigerian Shippers’ Council (NSC) in

the Protection of Nigerian Shippers

OLUWOLE Matthew Sunday (Ph.D).; ALPHONSUS Cosmos Anle

& THOMPSON Bosede (Mrs) 72

Effect of Entrepreneurship Education on Youth Development in
Fountain University, Osogbo, Nigeria.
Isaac Olugbenga Fadeyibi 88

Effect of Training and Development on the Performance of Small and Medium
Enterprises in Nigeria
IKUPOLATI Alexander Oluwadare Ph.D 104

Impact of Social Responsibilities on Organisational Perfo
rmance:
Case Study of Unilever Nigeria Plc ance: A

MORAKINYO D. A.
. 116

Impact of Environmental Factors on Entre i

preneurh : -
RAHEEM, A.J. & AKINTAYO, A. AKINTUNDElp Development in Clstn State; Nigeita
Patterns of Audit Market Concentration Amo
in Nigeria (2002- 2014), "é Quoted Companies
Johnson KolawoleOlowookere (Ph.D., FCA)

133

142

vii



Uniosun International Journal of Business Administration Akingunola; Soyemi & Okunuga

Evaluation of E-Banking as a Driver of Customer Satisfaction in Nigeria
ADEBISI, Adebola Olubunmi & IMOUOKHOME, Ebun Omoniyi

153
Time Management of Internet Dependency among University Students and its
Impact on Academic Performance in Nigeria
TAFAMEL, Ehiabhi Andrew Ph.D. 163
Perception of Job Insecurity, Job Satisfaction, Organizational Commitment and
Depression in a Post-Downsizing Regime in Nigerian Banking Industry
Solomon Ojo Ph.D. & Idris Adegboyega Onikoyi Ph.D. 175
Effective Leadership: A Prerequisite for Personal Development in Nigerian Organisations
Gaffar A. Adebayo Shittu 185



Uniosun International Journal of Business Administration Aremu; Abogunrin & Bamidele

OUTSOURCING HUMAN RESOURCE ACTIVITIES
IN NIGERIA: BENEFITS AND CHALLENGES

AREMU, Nuha Salihu

Department of Industrial Relations and Personnel Management,
Faculty of Management Sciences,

University of llorin, llorin

Kwara State, Nigeria

Phone No: 07033028246

nusaremu@gmail.com

ABOGUNRIN, Abiodun Peter

Department of Industrial Relations and Personnel Management,
Faculty of Management Sciences,

University of llorin, Ilorin

Kwara State, Nigeria

lasunreach@hotmail.co.uk
Phone No: 08178522200

&

BAMIDELE, Ayodeji Gbenga

Department of Business Administration,
Institute of Finance and Management Sciences,
Kwara State Polytechnic, Ilorin,

Kwara State Nigeria
Avodejibamidelel@gmail.com

Abstract

Outsourcing typically involves transferring one or more of an organisation’s business
processes to an oulside service provider or vendor. It is centrally on the organisational motive
10 save cos! and improve organisational performance. The intention of this paper is to examine
outsourcing human resource activities in Nigeria: benefits and challenges. The outcome showed
that HR activities/ function that is commonly outsourced is payroll administration, recruitment
and selection, training and development, performance management and health and safety
(benefit). The study concluded that HR outsourcing is highly beneficial to organisation.
However, it pitfalls particularly in the areas of management control and employee morale
cannot be overemphasised. The study recommended that organisations should consider
critically the pros and cons of HR outsourcing especially when taking decision on outsourcing
HR activities.
Keywords: Outsourcing, Human resource activities, Benefits, challenges.

Introduction

Human resource Outsourcing been a global trend in business organisation for some
decades. Managers even consider it as panacea for the company to reduce costs so as to focus
on core business. In all companies, there has been one form of outsourcing activities or the other
too. Now outsourcing becomes more and more popular particularly in the organisation. It is
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The popularity of outsourcing HR functions in Nigeria has been increasing rapidly over
the past few decades, with many organisations choosing to outsource some or all of their
activities. The decision on which of the human resource functions to outsource depends on
organisation in identifying its core and non competency. In essence organisations outsource non
core activities to outside providers and focus on their core activities in house. However,
organisations are expected to consider the pros and cons of outsource HR before taking
outsourcing decision. The paper will therefore examine reasons why organisations outsource

HR, which of the HR functions are mostly outsourced and what are the benefits and challenges
of HR outsourcing.

Literature Review

Concept of Human Resource Outsourcing
Outsourcing human resource activities is des
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organisations begin to discover the important of outsourcing and started to extend this practice
their business operations.

Obviously, many rescarchers posit that outsourcing, encompasses a wide spectrum of
activities, ranges from manufacturing operation to research and development, logistics and
marketing, information technology, HRM and accounting (Gilley, Charles, Rasheed. 2004;
Peter & Helen, 2004).Consequently, is the process of contracting overall or part of an
organisation HR functions to external provider. In making outsourcing decision, organisations
need to consider the likely impact of outsourcing activities on the organisation’s performance.
Advocates of the resource-based view (RBV) of the firm (e.g., Barney, 1991; Ulrich, 1996)
believe that outsourcing can be productive to the development of the core competence of the
organisation — especially in relation to HR practices. To do this, organisations may need to
distinguish between “core” and “noncore” activities. Finn (1999)argued that a basic distinction
can be made between HR “core” and “noncore” activities. The core activities he described as
the organisation’s core competency that create unique value for employees, customers, and
investors and also give the organisation a competitive advantage. The non-core activities would
be transactional work such as routine personnel administration (e.g., payroll and pension), and
professional HR advice (e.g., legal advice related to employment regulations) that can be easily
duplicated. Whether outsourcing or in-sourcing, the decision should be based on a solid analysis
of alternatives and the availability of resources and capabilities of organisation in accomplishing
the mission and objectives.

Reasons for Human Resource Outsourcing

Many reasons at both the strategic and operational level have been highlighted why
organisations decide to outsource HR activities. As Greer, Youngblood, and Gray (1999)
observed, HR outsourcing decisions are frequently a response to an overwhelming demand for
reduced costs for HR services. However, this often eventually leads to downsizing. Downsizing
and tougher competition mean that the HR functions is under increasing pressure to demonstrate
value, both in terms of efficiency and effectiveness (Roberts, 2001). Notable among reasons

why organisation embarks on HR outsourcing are cost reduction, focus on core competency,
competitive advantage, efficiency and technology advancement.

Cost Reduction
One of the most frequently named drivers for organisation to embark on outsourcing is

cost reduction. Many organisations both private and public preferred to outsource non-core
activities due to the cutting down cost of production. Organisations cannot increase their
production cost due to the high level of competition in today’s markets. It is necessary for
organisations therefore to search for strategies which lower asset costs (Gilley and Rasheed,
2000:; Hansen, 2009; Potkany, 2008).HR manager considers the cost whether it will be able to
accommodate the expense or not. For instance, a small business organisation where the budget
is limited, prefers to outsource HR employees rather than building and maintaining for a large
group of people and to meet the needs of another department at the same time. An in house
employee will cost you a salary, benefits, training, payroll taxes, equipment and office space.
When you engage the services of a consultant firm you are only required to pay on hourly or
monthly basis depending on the job you require. However, this depends on organisation
negotiable power with the vendor (Fapohunda, 2013).

Focus on Core Competencies
In order to reduce load of existing HR staff organisation seeks outsource HR activities in
order to focus primarily on strategic decision marking and develop core competencies (Hansen,
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Efficiency . . .
To maintain an efficient and productive workplace is another strategic motive for

outsourced.  Advanced human resource technology developed by d'eployed lndividua]s,
employees and providers helps to focus on other human resource functlf'ms such as payrol|,
benefit administration and acquiescence and consent management. Sravani (2016) argued thy
outsourcing helps the employees, supervisors and managers focus less on the paperwork apq
rather helps them to be more focused and concentrated on how to improve the quality,
efficiency and effectiveness of the workforce. Once you begm- to outsource from g
organisation the employees become more efficient and the HR administration becomes more
professional in their work. They also use highly advanced technology and devices to make the
organisations more organized and productive.

Technology Advancement

Another factors leading to HR resource outsourcing is technology. Technology used to
be a facilitator rather than a driver of change, though many delivery models would not have
possible only a few years ago without technological innovation (Reilly, 2006).Outsourcing
encourages a company to gain access to new skills and modern technology not available
internally. Modern equipments and systems require specialized skills and experts to perform
their functions efficiently. Technology encourages companies to replace outdated systems and
improve service delivery. Many software programs are self-automated hence making it easier
for the employees to easily handle HR clerical and paper works on their own.

Outsourcing Human Resource Activities

Human resource outsourcing is no more a new phenomenon in Nigeria and all over the
world. Both private and public organisations have been outsourcing various components of
human resource functions, such as payroll and benefits administration, for years. Lievens and
De Corte (2008) argue that outsourcing HR functions refers to the practice of turning all or part
of an organisation to an external provider or providers. Many researchers and literatures have
been focused on which of the human resource functions are commonly outsourced by
organisations (Finn, 1999: Cicek & Ozer, 2011 : Quartey, 2013), Hall and Torrington (19%)
viewed that the HR activities most likely to be outsourced were: training and manai%“"m,ent
development, recruitment and selection, outplacement, health and safety, quality initiatives, job
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evaluation, and reward strategies and systems. In support of Hall and Torrington's findings,
Shaw and Fairhurst (1997) found that training and development  along with facilities
management were the mos likely areas (o be outsourced.

According to Beaman and Fastman (2004) the human resource activities that are
commonly outsourced are recruitment, payroll and more so training and development, Norma
(2009) asserts that Payroll processing involves perhaps the most transactional, routine activity
involving HR and is the most frequently outsourced 1HRM activity. Also, Hewitt Associates
(2007) and Klaas ¢t al. (2001) found that the most common outsourced 1R functions are payroll
administration, recruitment and selection, training and development, and performance
management including the administrative functions of the Human Resource Departments.
According to Sarwar, (2013) training and payroll listed as the most favorite arcas of HR
outsourcing. In addition, recruitment, taxation, and legal compliance are most common
functions which are outsourced very often. He reiterated further that employce relations, HR
planning, career management, and performance appraisal are less likely to be outsourced, as
these activities are considered to be the core competencies by some organisation.

Manisha & Deepa, (2011).Posited that a study on HR Department Benchmarks and
Analysis2007 available from The Bureau of National Affairs, (BNA), and U.S.A. reports that
72% of surveyed employers outsource at least one HR activity. They reiterated that the five
most commonly outsourced HR activities, according to this study are: employee
assistance/counseling, pension/retirement plans, other employee benefits (health, medical, life
insurance, cafeteria, etc), Training and Payroll. HR outsourcing can happen in areas such as
payroll, employee benefits administration, recruitment, training, health and safety, security, and
hardware. More so in Nigeria, the most common processes outsourced are related to payroll
administration, recruitment and selection, training and development, performance management
and health and safety (benefit).More so, there are no clear patterns of the types of HR functions
that are outsourced. HR functions are usually either partially outsourced or completely
outsourced. The difference is that when functions are partially outsourced, the organisation co-
manages the function with the vendor when it is completely outsourced, the vendor takes full
responsibility.

Diagram
r""___'_""""__l et o il AU 7
; REASONS FOR HR 1 i1 OUTSOURCING HR :
| QUTSOURCING i | ACTIVITIES |
1 | | :
| Cost of reduction s | Payroll administration :
1 I @ =TT T A e 1
S ; e I
: Focus on core competency E“"""’P"‘s i _-HR OUtsourC|ng R "\i_vlj Recruitment and selection :
S T 1
. 1 I !
: Competitive advantage : : Training and development :
i
b s ! ! :
1 Efficiency : ) Performance management !
I
I | | ]
; 1
: lechnology advancement : : Health and safety (benefit) .
I

Theoretical Framework
The Transaction Cost Economics

The transaction cost economics provides a theoretical frame work for assessing the
choice to keep an activity in- house in an organisation or to seek an externally provided
alternative. Williamson (1979) argued that organisation will seek to choose ‘the most
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cconomical governance structure’, Transaction cost theorists assert that the total cost incurred
by a company can be categorized largely into two components transaction costs and
production costs. Transaction costs often known as coordination costs it include the costs of
selecting suppliers, negotiating prices, writing contracts, monitoring performance, as well as the
potential for opportunities from suppliers. Whereas production costs refer to the cost incurred in
create and distribute the goods or services being produced plus labor and infrastructure costs.
According 1o transaction cost economics, a company decision on outsourcing will be on the
basis of reducing transaction and production costs.

Relational View

Relational view develops and explains how firms gain and sustain competitive
advantage within inter-organisational relationships (Mclvor, 2005). Indeed, the concept of
relational view has been explored in literature to explain how firms choose their future
outsourcing partners and preferred type of the relationship. It has been also adopted
tremendously in studying the Transition, Managing relationship and Reconsideration phases.
Prince, Duah, Osei & Anita, (2014)argued that when organisation need to considered
outsourcing their non-core activities to service providers and focus on their core competence the
knowledge of rational view become important. This makes the relational view to be an
important theory that has been applied in the research of all the outsourcing processes.

Resource-Based View

The resource based theory cited by Barney (1991) viewed that organisations can gain
competitive advantage by concentrating on their core internal resources (abilities, skills,
knowledge, capabilities and competencies). Indeed, the outsourcing decision is motivated by the
ability of an organisation to invest in developing a capability and sustaining a superior
performance position in the capability relative to competitors. However, organisation can
outsourced activities where its lacks the necessary resources or capabilities internally. Mclvor,
2008 asserts that Resource-based view is the firm as a bundle of assets and resources that if
employed in distinctive ways can create competitive advantage. The resource-based theory
(RBT) is often used to shed light on the benefits and challenges of HR outsourcing as well as
the typologies of HR functions mostly and frequently outsourced (Klass, McClendon &Gainey,

2001).

Benefits of Human Resource Outsourcing
Organisations outsource various jobs to achieve many benefits and compete in global

market, but the most prominent advantage as widely documented seems to be the fact that it
often cost reduction. Organisations that provide outsourcing services are able to do the work for
considerably less cost, as they don't have to provide benefits and incentives to their workers and
have fewer overhead expenses to worry about. Hence, to avoid large capital expenses and
control operating costs organisation prefers to outsource HR employees rather than building and
maintaining for a large group of people and to meet the needs of another department at the same
time.

 Achieving competitive advantages is another benefit derived by outsourced company.
(Porter, 1985) asserts that it allows a firm to focus on activities that represent its core
competencies thereby creating competitive advantage while reducing cost. Organisations
through outsourcing achieve competitive advantage and gain profit from the suppliers who can
in turn focus on developing their own specializations. Related to the idea of competitive
advantage is the issue of core competency. HR Outsourcing enables organisations to focus on
their core business functions that they can best performed and sustained. By outsourcing non-
core activities, an organisation can free up resources to sharpen its focus on core competences.
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The next benefit is direet access 1o technology. Outsourcing in human resource
administration prevents the company from further mvesting into human resources, Technology
changes rapidly and following all the developments is very time and resource consuming.
Outsourcing can shorten the leaming curve of new technologies and reduce cost spent on
training (Fapohunda, 2013). Added to this is outsourcing provides an organisation the advaniage
of quality improvement of human resource employees. The technology and standards
introduced by the outsourced company will ensure a great level of motivation within the
emplovees of the company,

An increasing time delivery is another advantage derived by outsourced company.
This “just-in-time™ deployment of human resources also brings other advantages of saving
direct costs (e.g., reducing headcount and overtime working) and indirect costs e.g. cutting
administration and backup costs, saving recruitment and training costs, saving absenteeism
costs, and reduced industrial relations problems ( Manisha & Deepa, 2011).

Greater flexibility and efficiency is another prominent benefit of outsourcing. By
outsourcing firm can cater with fluctuating labor requirements with the help of subcontractors.
Firms can save the direct costs by the on time provision of the human resource (e.g., reducing
headcount and overtime working) and indirect costs becomes more important than saving cost
and outsourcing provides flexibility and efficiency both in terms of people and technology.
Sarifuzzaman (2012) identifies main reasons and benefits that drive in-sourcing to outsourcing
among others are to: improve company focus, access world class capabilities, accelerate
reengineering benefits, share and minimize risks, free resources for other purposes, infuse cash
into the organisation, make capital funds available, reduce and control operating costs, provide
resources not available internally, manage or control difficult or out of control functions,
provide the organisation’s buyer (s) with greater flexibility, improve efficiency and to establish
competitive advantages, and gain access to technology that would be too expensive to duplicate
internally.

Goffredson, Puryear, & Philips (2005): Lojeski (2004) reported that the strategy of
outsourcing indeed significantly improves organisational performance. In a rivalry intensity
environment, many organisations use outsourcing as a way to perform routine business
functions to enable them focus corporate resources mainly on those activities where clear
differentiation advantage can be developed in their value chain to satisfy their customers.

Elmuti (2003) identifies ten reasons/benefits for outsourcing which are to: reducing cost,
improving quality, improving delivery and reliability, using resources not available internally,
accessing new technology, accessing materials only available abroad, establishing presence in a
foreign market, maintaining sufficient flexibility to respond to market conditions, reducing the
overall amount of specialized skills and knowledge needed, making capital funds available for
more profitable operations and focusing on core competencies.

Many organisations in Nigeria have focus on the benefits outsourcing to annex maximum
advantages, achieve sustainable growth and improve organisational performance.

Challenges Human Resource Outsourcing

Despite the rising popularity of outsourcing organisational activities, the practice is not
without pitfalls.The biggest challenge of outsourcing in employee’s mind is low morale.
Outsource HR practice in most cases come up withless wages, job losses and pay cuts which
brought about low morale and low productivity. Researchers suggested that outsourcing can
produce negative feelings in employees that remain in-house, and as a result these employees
may suffer from job insecurity, decreased productivity, decreased employee morale, decreased
employee loyalty, increased absenteeism, and increased employee turnover all may have
negative effect on organisational performance (Kakabadse & Kakabadse, 2002; Sarifuzzaman,
2012).
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the condition of job insecurity in organisation. They were deprived of many benefits such health
and safety, insurance, holiday allowance, training, flexible working condition among others by
outsource service providers. This action could result in to employee job dissatisfaction, poor

commitment and low productivity.

fion
i dmhl“fﬂ'
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Loss of manageme
outsourcing requires manage
organisation is having high ¢co

Conclusion and recommendations
Outsourcing in Nigeria is no longer a new concept to both private and public sector. The

trend of Outsourcing the Human Resource activities is tremendously increasing among various
organisation in Nigeria, with the motive of reducing operative cost and improving organisation
performance. This study has contributed to closing the literature gap in understanding the
concept of Human Resource outsourcing in Nigeria. Throughout this study many reasons for
qutsourcing have been identified. Consequently, this study has conclude that the major reasons
listed for HR outsourcing by organisations are cost reduction, focus on core competency:
cc)fnpelitive advantage, efficiency and technology advancement. 'I:he study has provided enough
evidence that payroll administration, recruitment and selection traini}rlxg ar?d developmf-';‘r
gﬁ{fsgrmarllccbmanagement and health and safety (benefit) are HR,activities that are commonly
Source most organisations in Nigeri i : : Scdan: it i
inlnporlanl l"oryorganisati%ms to dinfi'e:':n?a:tgeel;ll?éi? :(;:zvae:t’i\:il:i;:ktlllio:;zogmmg ?ec:s Ionwlitor]:
also the study proved that effective understanding of the be raiaog i
HR activities is an organisational imperative, Evi nefits and challenges of outsourcis
¢ of organisation at the detriment of workers. However
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despite some challenges faced by organisation in outsourcing practice particularly management
control, lI?c bulk of problem associated with HR outsourced rested on workers whose job are
prone to risk and insecurity.

In line with the above conclusion the following recommendations were made:

e Organisations should have a clear vision of what outsourcing should achieve

« Manager should define clearly and understand the scope of HR activities to be
outsourced base on organisation cure and non cure activities.

e The outsourcing partnership should be nurtured and closely monitored particularly in the
area of management control.

e Before organisations implement the process of outsourcing, they should first of all
establish a training to make sure that employees have the knowledge and an idea of the
process.

e Lastly, the perceived benefits and challenges of HR outsourcing must be considered
when firms make strategic decisions on whether or not to outsource functional HR
activities.

References

Adeleke, A., Olajide, M. &Bolanle, S. (2014) Human Resources Outsource in Nigeria:
Exploiting Organisation ‘Vital Tools’ International Journal of Humanities and Social
Science 4 (1).135-141.

Armstrong, M. (2003).4 handbook of human resource management practices (9th ed.). London:
Kogan Page

Barney, J. (1991). Firm resources and sustained competitive advantage. Journal of

Management, (17), 99-120.

Bartlett, B. (2004). How outsourcing creates jobs for American. National Center for Policy
Analysis.

Berry, M. (2005, ). European employees more upbeat about outsourcing.Personnel Today, 6.

Cicek, 1., &Ozer, B. (2011).The effect of outsourcing human resource on organisational
performance: Therole of organisational culture. International Journal of Business and
Management Studies, 3(2), 131-144.

Coase, R. H. 1960. The problem of social cost. Journal of Law and Economics, 3: 1-44.

Cook, M.F. (1999). Outsourcing human resource function: Strategies for providing enhanced
HR services at lower cost. New York: AMACOM

Cooke, F. L.; Shen, J., McBride, A: (2005), Outsourcing HR as a competitive strategy? A
literature review and an assessment of implications’, HumanResource Management, 44
(4), 413-432.

Domberger, S. (1998). The contracting organisation: A strategic guide to outsourcing. Oxford,
UK: Oxford University Press.

Elmuti, D. (2003). The perceived impact of outsourcing on organisational performance.Mid-
American Journal of Business, 18(2).

Fapohunda, T.M. (2013).Towards Successful Outsourcing of Human Resource Functions,
International Journal of Human Resource Studies, 3.( 3).

Finn, W. (1999).The ins and outs of human resources.Director, 33, 66—67.

Gilley, K. M,& Rasheed, A.A. (2000), “Making more by doing less: analysis of outsourcing
and its effects on firm performance” Journal of Management, 26 (4), 763-790

20



Aremu; AbogunT in & Bamide,

Uniosun !mrrrmﬂonn!.!omnn!nme!nrw,Idmlﬂhrmﬂan wpfuman resOUfcc Oulsourcing ang
Gilley. K. M.. Charles R, (i &Rasheed. AA (2008) Journal of Business Research,(s7)

. ing firms
Ll : | suring firt
organisational performance in manufac

232-240 50
GoffredsonR., Puryear O, & Philips. G (2003) O ent outsourcing: T
Sector Journal 33 (5). resourc anagem ' "
-Greer, C., Youngblood, S., & Gray, D (1999)- I-Iumar: Executive, 13(3): 35"96
make or buy decision. Academy of Managemen The dynamics of change and

unction:
Hall, L., & Torrington, D. (1998). The human resource [t

ing and Cost gaving Advantage, Publjc
urcl

em

ensation & Benefits Reviey,

development. ' (s.Comp
Hansen, F. (2009).Currents in Compensation and Benefits :
003 = 2 of Outsourcing Hotel Food ang

g . ‘ imensions v
Hemmington, Nigel; Cristopher, King (20‘}(3;)1),;‘”5;‘»‘2;r [é;mempom ry Hospitality Management,

Beverage Services’, International 18
12,4 Hewitt Associates.(2007). LLC SWOT Analysis. f Outsourcing Strategy on Project
Irefin, I. A., Olateju, O. 1. and Hammed G. 0. (201%%1“:;;3109’ 2 (6),128-143.
Success. Transnational Journal of Science art e‘can, 19(5), 28-29.

Jasper, W. (2003). Your job may be next. The New Ameri
outsourcing: Contrasting USA and Europe,

Kakabadse, N., &Kakabadse, A. (2002). Trends in - /S0263- 237
Eu?-opeanM;nagemem Journal, 20(2), 189-198.htt /dx.dol.or foloje ’

02)00029-4 _ . .
%(Ia)as, B. S., McClendon, J. A., &Gainey, T. W. (2001). HR outso;lrcmg and 1}9‘.2 111)1;;:1»51(;;;;},;
role of transactioncosts.Personnel Psychology, , A

http://dx.doi.org/10.1111/1.1744-6570.1 999.tb01816.X. o
Lievens, F., & De Corte, W. (2008).Development and test of a model of external organisational
commitment in human resources outsourcing.Human Resource Management, 47(3),

559- 579. : .
Lojeski (2004) Challenges of public Sector Outsourcing “in Human Resource professionals.

w.w.w.wikipedia.com.

Outsourcing:Analysis Based On Literature

Manisha, S .&Deepa, S.(2011).Human Resource
Management and Technology, 2 (2).127-

Review,International Journal of Innovation,

135.
Mclvor, R. (2008), “What is the right outsourcing strategy for your process?”, European

Management Journal, (26), 24-34

Michel P., Michel T., Paul L.& Michelle L. (1999)Why Firms Outsource Their Human
Resources Activities:An Empirical Analysis.

Norman, T. J. (2009), ‘Outsourcing Human Resource Activities: Measuring the Hidden Costs
and Benefits’, Unpublished PhD Thesis, University of Minnesota.

Peter, R. & Helen, W. (2004).HR Outsourcing in the UK, Published by Institute for employment
studies.Brighton BNI 9RF, UK.

Porter, M. E. (1985). Competitive advantage: Creating and sustaining superior performance.
New York: FreePress.

Po}kény, M. (2008).Personnel outsourcing processes.E+M Ekonomie a Management,4,53 — 62.

Prince, A., Duah, LA, Osei, A., Anita, O. B. (2014). Evaluating The Impact Of Outsourcing
of Non-Core Functions In The Hotel Industry: A Case Study Of Anita, Noda And

;]sol;JSanale Hotels, European Journal Of Business And Innovation Research 2(3),

21



Uniosun International Journal of Business Administration Aremu; Ahogunrin & Bamidele

Quartey, S. H. (2013), Implications of HR Outsourcing For HR Practitioners Work Behaviors,
International Business Rescarch, Canadian Center of Science And Education, 6 (11),
178-191.

Quinn, 1.B . (2000). "Outsourcing Innovation: The New Engine of Growth." Sloan Management
Review 41 (4): 13-29.

Reilly, S. (2006).In with the out.Occupational Health, 58(7), 12 — 14.

Roberts, Z. (2001). Outsourcing and e-HR will expand. People Management, . 10.

Sarifuzzaman, Md. (2012) Impact of Outsourcing On Company Performance: Study On A

Local Public Limited Company In Bangladesh. Submitted To Institute Of Governance Studies
BRAC University, Dhaka, Bangladesh.Bank ofValleta Review (2), 1-29.

Sarwar, A. (2013). Human Resource Outsourcing, Proceedings of 3rd International Conference

on Business, (ISBN: 978-969-9368-07-3), University of Management & Technology,
Lahore IramShehzadi.

Sravani (2016) Top 15 Pros and Cons of Outsourcing HR Services

Ulrich, D. (1998). A new mandate for human resources. Harvard Business Review, 124-134.

Ward, S. (2004).Outsourcing research: What is your position? Business Information Review, 21.
SAGE Publication. .

Williamson, O. E. (1979). Transaction-cost economics: The governance of contractual relations.
Journal of Law and Economics, 22(2),233-261.

22



