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ABSTRACT  

This study determined the effect of human resource planning on value creation in Juhel Pharmaceutical 

Manufacturing Plant in Anambra State. Specifically, the study sought to ascertain the effect of 

restructuring on value   creation in Juhel Pharmaceutical Manufacturing Plant in Awka, Anambra State. 

The population for this study includes the entire management and employee of juhel pharmaceutical 

manufacturing plant Awka Anambra state.  A sample size of 184, staffs in juhel pharmaceutical 

manufacturing plant Awka, Anambra state, was used from the population of 340. Data were generated 

from the questionnaires administered from the respondents. Regression analysis was employed to test the 

hypothesis. The result shows that that restructuring has a significant effect on value creation in Juhel 

Pharmaceutical Manufacturing Plant in Awka, Anambra State. Based on the finding, the study 

recommended that human resource managers should continue to value and practicing human resource 

planning in their organizations because it leads to the effective and efficient achievement of the 

organizational results. 
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INTRODUCTION 

Human asset planning plays a vital part in human asset administration since it interprets the destinations 

of the organization into a number of laborers required by deciding the human resource required by the 

organization to attain its key objectives. In a plan for an organization to oversee its human asset, it must 

guarantee viable human asset planning (Sinambela, 2021). The significance of productive human capital 

administration in today quick and energetic commercial environment is progressively picking up in 

centrality since individuals must meet amazingly tall terms and conditions so as to be taken into thought 

for first-rate occupations and each organization must be planned to compete through planning qualified 

human assets (Hanantijo, 2013). An organization must truly commit itself to assembly needs for 

competent human assets, since human resource advancement is the key calculate for accomplishing 

objectives and assignments (Kristiyanti, 2012). In a plan for organizations to guarantee long-term 

maintainability, they must pay extraordinary consideration for qualified human assets, who have the 

information, abilities, states of mind, values, and feelings which how representatives communicate with 

and cherish and regard each other depends on. Human capital administration is the organizational work 

centered on the enrollment, administration and maintenance of the organizational representatives so that 

the organization does not discover itself without quality human capital (Kasmawati, 2018) which can be 
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guaranteed either from outside or from inner sources (Harvida & Wijaya 2020). For the reason of that 

fact, human asset administration is the method of the recognizable proof, fascination and maintenance of 

the individuals of the organizational vital workforce (Lewis & Heckman, 2006). In a plan to maximize the 

organizational potential, the administration of skilled human assets is centered on preparing workers and 

giving them the positions in which they can best utilize their abilities and encounters (Angliawati & 

Fatimah 2020).  

The organizations which have succeeded in centering on making esteem for their shareholders are among 

those that have built changeless and profitable connections with their clients, workers and providers. The 

organizations overseen by applying the esteem creation guideline take the taking after criteria into 

thought, to be specific the quality of administration, item or benefit quality, the capacity to pull in, create 

and hold skilled people, company values as long-term speculations, the utilize of corporate resources, 

money related soundness, the development capacity, the way they treat the community and the 

conservation of the environment (Hawawini & Viallet, 2011).  

A study on the impact of representative resourcing procedures on the execution of commercial banks in 

Kenya (Ngui et al., 2014) built up that, worker resourcing methodologies have a critical positive impact 

on execution of the previously mentioned banks. Rijamampianina (2015) considered on representative 

retention and organizational execution found that representative maintenance tends to extend 

organizational exhibitions. In their research studies, Hitka et al. (2011) managed with the part of 

imaginative pioneers within the administration, inspiration, and support and incitement of other workers 

in accomplishing a competitive advantage of the organization. The conclusion they came to suggests that 

getting to be commonplace with distinctive ways to propel pioneers and applying them in hone was of 

extraordinary significance for the advancement of the labor impact and the accomplishment of commerce 

objectives. Guo and Chen (2022) endeavored to clarify the components affecting the arrangement of the 

competitive advantage of organizational human capital and developing its auxiliary measurements, and 

the consider itself appeared that through the participation of all the three levels the groups, the offices and 

the representatives within the organization and through planning, hone and stocks that really came 

genuine. However, to the researcher’s knowledge, there is limited empirical evidence on the human 

resource planning in Nigeria using restructuring to improve value creation in an organization, hence the 

research variable gap. The main objective of the study is to assess the effect of human resource on value 

creation in Juhel Pharmaceutical Manufacturing Plant in Awka, Anambra State. Specifically, the study 

sought to ascertain the effect of restructuring on value creation in Juhel Pharmaceutical Manufacturing 

Plant in Awka, Anambra State, Nigeria. 

 

Conceptual Review  

Human Resource Planning (HRP) 
Organizations are shaped by individuals and the same individuals are the foremost important key resource 

within the organization, there's no organization that can accomplish its targets without individuals. There 

must be a legitimate utilization of human asset in organizations in arrange to realize high-performance 

standard (Lunenburg, 2012), and all the objectives of the organization are accomplished through 

successful human asset arranging, compelling human asset planning could be a mechanism for building 

long-term capacity to meet the workforce challenges (Choudhury, 2007), subsequently, human resource 

administration has the opportunity to empower organizations to outlive, develop, be competitive and 

beneficial (Werner, Jackson & Schuler, 2012).  

In human resource management, there are vital challenges, such as the ought to bolster endeavors for 

expanding the company’s efficiency and exhibitions, to form representatives expect a broader part within 

the employer’s endeavors to make strides the organizational performance which human assets ought to 

take portion not as it were within the execution of the company key plan but too in planning it. Within the 

modern conditions in which commerce is done, organizations ought to guarantee a more noteworthy 

esteem for their representatives; halt seeing them as basic work asset and begin seeing them as the vital 

accomplices moving the organization (Stefan, et al 2023). When human capital administration interior the 
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organization is concerned, it is for the most part vital to require care of the taking after components: the 

faculty needs planning, the work examination and depiction, the compensation organization, personnel 

recruiting and choice, the presentation of faculty and their preparing and improvement, the creation of 

proficient career advancement plans, performance assessment, inner communication, inspiration for work, 

the work group administration, the quality, security and cleanliness of the work environment, 

organizational culture, time administration, alter management, stress administration, and work fulfillment 

(Hadijah, 2022). Concurring to Schuler (2015), human asset administration may be a sensitive zone. It 

depends on different components, counting organizational culture, organizational structure, natural 

setting, commerce operations, innovation, inner forms, and more. Srimulyani (2020) stresses the 

significance of arranging employee’s proficient careers, the assessment of their improvement, inspiration 

and supportive gestures, the advancement of distant better, a much better, higher, stronger, and improved" 

a higher work environment (Stefan, et al 2023). The organizations that oversee human assets can 

unreservedly be said to be accomplishing way better financial related comes about watched through 

diverse parameters, such as income development, efficiency, the volume of deals, the operational benefit, 

the net benefit edge, return on capital, share esteem development, i.e. the development of the showcase 

esteem of the organization. Essentially said, the organizational proficient administration of human capital 

progresses its commerce exhibitions and makes esteem. 

Short-Term or Long-Term (Restructuring)   
Prasad, Lallan & Gulshan (2011) as cited in Vineeth (2019) reported that, the short-range plans pay 

attention of the quick prerequisites and the supply of individuals and official improvement plans. Such 

plans are more valuable for particular ventures and programs. The long-range plans found management 

considering for the long time or indeed more. It may be based on the anticipated alter within the corporate 

structure, commerce environment, staff arrangements and the request and supply of qualified individuals. 

The long-term plans point at creating controls for future alters. It too plans administrators to alter 

continuously and easily with the changing environment in course of time and in this way dodges the 

resistance to change. Within the errand of human asset administration, needs that critical are regularly 

taken care of through brief term plans, whereas the inverse is long term plans. Human asset arranging that 

takes into thought the quick require of the organization in terms of human assets qualifies to be called 

brief term human resource planning.  

In a highly competitive environment these days, organizations counting the open benefit ought to work 

with the proper measure of workforce required to handle quick and short-term needs (Ulrich & 

Brochbank, 2005). In this manner, organizations in all angles are making adaptable structures and forms 

for viability (Brunetto & Beattie, 2020; Kakumba & Fennell, 2014). Besides, involuntary downsizing has 

been connected where the costs for work must be decreased. Organizations are guaranteeing they have the 

proper kind of individuals with information, aptitudes, capacities and motivation to seek after set 

objectives (Nabaho & Kiiza, 2013). In any case, need of straightforwardness and the desired advantages 

have challenged the desired adaptabilities, proficiency and comes about (Ahenkan et al., 2018).  

Human capital improvement in an organization is one of the most challenges directors are confronted 

with in defining competitive methodologies and imaginative thoughts for organizational administration 

(Memon at al. 2009). Organizational values reflect individuals€ ™or group’s convictions and 

understanding of the organization resources and objectives. Hossain and Roy (2016) bargain with the 

human capital concept from the point of see of the esteem included that individuals offer organizations, 

focusing that competitive advantage is accomplished through vital speculation through locks in and 

holding workers, namely those most quality ones.  

The comes about of the think about by Reino and Vadi (2010) illustrate that organizational values are 

essentially anticipated by both contextual and organizational determinants, that no single figure has break 

even with illustrative control, which the measure of the organization and the sort of industry are the 

foremost basic factors. Various ponders have appeared that company culture may be a key driver of 

esteem era. The originator, the pioneer, and the individuals of the organization are seen by a few 
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journalists (Schein, 2004) as having the foremost significant parts within the arrangement of 

organizational values. 

 

Empirical Review  

Seperia, et al (2022) inspected the application of human asset (HR) determined the involvement of human 

resource (HR) value creating practices in Uganda public sector. Using traditional narrative literature 

review, it is established that HR value creating practices are minimally applied in the public sector of 

Uganda. The study contributes to the knowledge and application of HR value practices and their effect on 

operational performance in the public sector. The HR practices in the public sector found to be adapted to 

improve performance. Mwangi and Wanyama (2021) determine the impact of human asset planning on 

organizational performance of Deloitte Kenya. A descriptive survey design was employed. The 

population of the study comprised of 500 directors and non-supervisory workers of Deloitte Restricted. 

Inferential measurements counting Pearson relationship and regression analysis were utilized to analyze 

the information. The study found that there is a positive and significant correlation between human asset 

arranging and organizational performance. The study revealed that human asset planning includes a 

critical impact on organizational performance of the firms. Chioke and Mbamalu (2020) Utilizing 

auxiliary sources of information, to find how human resource planning influences the nation’s 

organizational performance and hence handed-off a argumentative relationship between human resource 

planning and organizational performance. This study included that; human asset planning could be a key 

estimate for ideal organizational performance, development and feasible advancement of any formal 

organization and the country at large. Janes (2018) ascertained the significance of human asset planning 

to the organization by checking on distinctive writing on human asset planning. This study surveys the 

relating to human asset planning and it centers on the targets of human asset planning, the method of 

human asset arranging and significance of human asset arranging to the organization, The study found 

that there is a critical relationship between human asset planning and organizational labor necessities and 

between human asset planning and organizational performance. Mbiu and Nzulwa (2018) inspected the 

impact of human asset planning on representative efficiency within the province government in Kenya. 

Their study revealed that there is a positive significant relationship between deployment and sending, 

preparing and improvement, ability maintenance, progression planning, and performance of the Board of 

Governors in Kenya. Anya (2017) analyzed the impact of human asset planning on organizational 

execution of oil and gas firms in Port Harcourt. The Spearman coefficient relationship was utilized in 

testing the relationship between the two factors. The study found that there is a critical relationship 

between human asset planning and organizational performance. Eketu and Edeh (2017) assessed the 

relationship between human asset planning and organizational maintainability of chosen media 

transmission firms in Waterways State employing a straightforward arbitrary inspecting strategy. 

Spearman's Rank Coefficient Relationship was utilized. The result showed that human asset planning 

contains a significant relationship with organizational maintainability. Maina and Kwasira (2015) 

analyzed the part of human asset planning hones on performance of Kenya Province government’s 

representatives. The study was conducted among workers of Nakuru Province government connected to 

the County central command in Nakuru town, Kenya. An expressive inquire about plan was utilized. The 

study found that representative fascination and maintenance emphatically and tolerably influence worker 

performance. It was prescribed that Province governments ought to offer their workers competitive 

compensation terms and ought to too arrange well for their future human asset needs. Afzal et al. (2013) 

inspected the impact of human resource planning on the organizational performance. The center was on 

the key viewpoints of formal human asset planning that contributes towards performance within the 

telecom division. Both meet guides and surveys were connected in information collection. The study 

found that human asset planning measures; determination, preparing, and motivations and organizational 

performance measures; work fulfillment, productivity, worker inspiration and innovation have a positive 

and noteworthy relationship. 
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METHODOLOGY 

Research Design  

The study used a survey research design was adopted for the study. This research design was used 

because the researcher is interested in gathering information about the variables, and based on this 

purpose it used questionnaire to eliciting data directly from the object of study. The population for 

this study includes; the entire management and employee of juhel pharmaceutical manufacturing 

plant Awka Anambra state.  And information made available to the researcher from the administrative 

unit of the company showed that the company has a workforce of 340 employees.  

Sample and sampling techniques  

The sample size for the study is 184, comprising of all the staffs in juhel pharmaceutical 

manufacturing plant Awka Anambra state, the researcher used normal confidence level of 95% and 

error tolerance of 5%, the  sample size was determined using Tara Yamene  formula which Is given as  

 n =           N 

           1 + N (e) 2 

N = Population size 

n = Sample size 

1= constant  

e = limit of error tolerance. Given that N = 340, n = ?, e = 0.05 

n =           340 

           1 + 340  (0.05) 2 

n =           340 

             1+ 340  (0.0025) 

n =      184 

Method of Data Collection 
The method of data collection for this study was a structured questionnaire which was questions that 

are related to the research questions of the study. The relevant data were collected through the use of 

five-point Likert scale questionnaire which include; Strongly Agreed (5 points), Agreed (4 points), 

Undecided (3 points), Disagreed (2 points), and Strongly Disagreed (1 point). The researcher also 

embarked on hand delivery and collection of copies of questionnaire to ensure that the questionnaire 

administered were collected. 

Model Specification 

The model (Linear Regression) adopted in this study is stated in a general form as  

Y= f (Xi),  

Where   

Y= Value Creation (VCT),  

X = Human resource planning measured by Restructuring (RST),  

I = Number of X ranging from one (1) to two (2).  

In a functional form, it is expressed as:  

VCT= F (RST) Deriving regression equation from the functional form we have: 

VCT = β0 + β1RST1 + et 
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Where: 

VCT = Value creation measured by employee productivity. 

β0 = a constant 

β1 = estimated coefficients of the independent variables 

RST = Restructuring  

et = error term  

Method of Data Analysis 

In this research, the data generated were analyzed and Hypotheses were tested using Regression 

analysis on Statistical packages at 5% level of significance. It was used to establish the degree of 

relationship between all the stated dependent and independent variables. 

Decision Rule:  
Accept the Alternate hypothesis (Ha) if calP-value is less than 0.05 (P-value < 0.05); otherwise accept 

the Null hypothesis (Ho). 

 

DATA PRESENTATION AND ANALYSIS 

Questionnaire distribution and returns  

One hundred and eighty four questionnaires were distributed and one hundred and sixty one was 

completed and returned, this represents 88%. 

Test of Hypothesis 

Ho1: Restructuring has no significant effect on value creation in Juhel Pharmaceutical Manufacturing 

Plant in Awka, Anambra State  

Table 4.2.1: Model Summary 

Model R R Square Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .999a .998 .997 9.26413 

a. Predictors: (Constant), RST 

In table 2, a regression analysis was conducted to test the restructuring and value creation. Adjusted R 

squared is coefficient of determination which provides the distinction in the dependent variable due to 

changes in the independent variable. From the findings in the table 2, the value of adjusted R squared 

shows a value of 0.100, showing that there was variation of 100% on value creation due to changes in 

restructuring. This implies that all changes in value creation could be accounted for by restructuring. 

Table 3: ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 130562.527 1 130562.527 1521.279 .000b 

Residual 257.473 3 85.824   

Total 130820.000 4    

a. Dependent Variable: VCT 

b. Predictors: (Constant), RST 
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Table 4: Coefficientsa 

Model Unstandardized Coefficients Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 
(Constant) -4.958 5.939  -.835 .465 

NAP 1.031 .026 .999 39.004 .000 

a. Dependent Variable: VCT 

Table 3 reveals that the p-value is 0.000 shows that the hypothesis is statistically significant at level of 

significance (5%); hence p-value of the test statistic is less than alpha value (0.000<0.05). 

In table 4, the regressed result shows that an evaluation of the restructuring of the explanatory variable 

shows positive statistically significant, hence coefficient value = 0,999 and t-statistics is =39.004, 

showing that restructuring positively statistically significant on value creation at 5% level of significance. 

Decision: 

Since p-value of the test statistic is less or equal to alpha, we therefore, reject null hypotheses and uphold 

alternative hypothesis which state that restructuring has a significant effect on value creation in Juhel 

Pharmaceutical Manufacturing Plant in Awka, Anambra State. 

 

CONCLUSION AND RECOMMENDATIONS 

This study determined the effect of human resource on value creation in Juhel Pharmaceutical 

Manufacturing Plant in Awka, Anambra State. Specifically, the study sought to ascertain the effect of 

restructuring on value   creation in Juhel Pharmaceutical Manufacturing Plant in Awka, Anambra State. 

The population for this study includes the entire management and employee of juhel pharmaceutical 

manufacturing plant Awka Anambra state.  A sample size of 184, staffs in juhel pharmaceutical 

manufacturing plant Awka, Anambra state, was used from the population of 340. Data were generated 

from the questionnaires administered from the respondents. Regression analysis was employed to test the 

hypothesis. The result shows that that restructuring has a significant effect on value creation in Juhel 

Pharmaceutical Manufacturing Plant in Awka, Anambra State. Based on this, it is vividly that the 

importance of human resource planning in the organization cannot be overlooked as the heart of 

organization rests on effective human resource planning. It can be seen that, as the level of the factors for 

creating the value of the organization and the level of the competitive advantage of the organization 

increases, the level of human capital in the organization increases as well. This study therefore concludes 

that human resource planning has a significant effect on value creation in manufacturing firms in 

Anambra state. 

Based on the findings, the study recommended that human resource managers should continue to value 

and practicing human resource planning in their organizations because it leads to the effective and 

efficient achievement of the organizational results. 
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