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ABSTRACT

The study examined the relationship between Stiatetyman Resource Management and organizational
effectiveness in Nigeria. Strategic Human ResolMemagement is achieved by linking Human Resourceddament
(HRM) with strategic goals and objectives in ortleimprove business effectiveness and develop argtonal culture
that fosters innovation and flexibility. It involggplanning human resource activities in such a wwagnable organizations
to achieve their goals. Human resource activitiehss recruitment, selection, training and rewaygiersonnel are done
by keeping in view the organization’s goals andeohtiyes. The study used descriptive survey andecor@nalysis. It was
observed that the effectiveness of staff perforrman@ny organization in Nigeria is greatly infleexd by human resource
policies and programmes of the organization. Theystoncluded that strategic human resources mamagehas been
relatively high in terms of its relationship withhganizational effectiveness in Nigeria. While soorganizations have
adopted Strategic Human Resources Management (SHi&Ma tool for achieving effectiveness, Strategiemidn
Resources Management (SHRM) has helped in the \sohiEnt of the set goals of the organizations. Thelys
recommends that management of any organizationighaternalize the training of their staff and alsollaborate with
workers unions towards improved welfare programimesddition to queuing into other human resouraegy@mmes of

the Federal government.
KEYWORDS: Organization, HRM, SHRM, Descriptive, Goals
INTRODUCTION

Over the years, the modern work organisations fglodal competition on the issue of human resource
management and how it affects organisational effesess. As a result, rooms for inefficiency do egist. Minimal
errors are frowned at in modern work organisatidieory z and the efficiency theory make organisetito appreciate
the fact that a task done efficiently at the ftiste, can be done efficiently at all times. Whatdgquired is the ability and
willingness to get the right resources and stratdlyi deploy them in their right mix for effectiveperations (Greiner,
1998). Gary (2002) defines strategic human resoune@agement as a means of formulating and executimgan
resource policies and practices that produce th@mme competencies and behaviours that the compaegys to achieve

its strategic aims.

Organisational structure is directly related tattgies execution which leads to organisationalctiffeness. It is
how the core competencies are mobilized to achitewelesired results. The structure is the architeaif the organisation

and reflects in the human resource managemenégijréecause it defines the roles of functions/uanits employees and
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also the relationship between the parts of therosgéion (Leonard and Paul, 2009). Much has bedttewrabout the end
of the hierarchy and the emergence of the “Netwarskdanisation include parallel to the distributiof information
processing that has occurred in modern organisatidowever, some have argued that there is stilhréor bureaucracy,
particularly when reliability is a primary focusgf®u, 2008). Staff functions are centralized andaurced when cost and
quality dictate. The human resource (HR) managesteategy is then designed to produce the workftitaecan execute
the organisation’s strategy and do so while opegain the context. The HR strategy enables thenisgtion to staff
operations with the right kind of people; develbpge people so they would be able to do what igired, define and
measure performance on a continuous basis and @ty reward individuals and units based on ltesealized (Daft
and Armstrong, 2009).

Wisest (2011) stated that organizational effectssnof a business constitutes its ability to penfar function
with optimal levels of input and output. Companisg organizational effectiveness to measure anypauof things, from
the relationship between employee performance antpany profits to the correlation between manuf@oguprocesses
and production volume. Each organization createsvin method of measuring effectiveness. Measaifggtiveness can
help a small business without the ability to absodiffective processes modify its approach to avoess. The adoption of
strategic HRM in a health institution like Ebonyia University Teaching Hospital (EBSUTH) Abakalikeates a fit
between HR functions and the organisational gdalrahent. In the world of work today, the effectiess of organisation

depends to a large extent on how well and straadlgithe HR is poised.

Based on the forgoing relationship between stratdgiman resource management and organisational
effectiveness, a study such as this is necessduig. sStudy, therefore, is designed to investigate d@ffect of strategic
human resource on organisational effectiveness igerdh focusing on Ebonyi State University Teachidgspital
Abakaliki. Health institutions are established tovpde health care services to the people. To &fiely provide necessary
health care services, strategic human resourcegecthe right environment. The right environmentsigh that the
competent and dedicated health and ancillary sumiaff are employed and deployed to their areaspetialty. The
employment of competent and dedicated staff isllysdavoid of political and social — cultural inBmces. However, the
form of recruitment (political affiliation based @loyment) adopted by Institutions in Nigeria indlugl Ebonyi State
University Teaching Hospital (EBSUTH) Abakaliki tsalto question the place of strategic human resownd

effectiveness of the organisations.

More worrisome is the issue of where allegiancs ifea politically and ethnic induced recruitmenhis is so
because the product of such recruitment servicdhdavours competency and as such allegiance neagkewed to
externalities including godfathers instead of oigational management. The general objective ofghidy is to determine

the effects of strategic human resource manageomeoverall EBSUTH effectiveness.

REVIEW OF RELATED LITERATURE
Concept of Strategic Human Resources Management

The performance of organizations is the focus t#risive research efforts. How well an organizagierforms its
mission and accomplishes its goals of program serdelivery through strategic human resources neamegt is of
paramount concern. Barney (2001) opines that gfimteiman resources management enhance employaecfivity and

the ability of agencies to achieve their missiamegrating the use of personnel practices intostihategic planning
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process enables an organization to better achiegmals and objectives (Barrett and Richard, 2000)

Gary (2010) defines strategic human resource manage(SHRM) as an approach to making decisionshen t
intentions and plans of the organization concerrting employment relationship and the organizatioatyuitment,
training, development, performance management &edotrganization's strategies, policies and praxtide is also
proactive management of the employees of a compargrganisation. Strategic human resource managemendes
typical human resources components such as hliagipline, and payroll, and also involves workinigh employees in a
collaborative manner to boost retention, improve dliality of the work experience, and maximize itingual benefit of

employment for both the employee and the employer.

Human resource management (HRM or simply HR) isnetfon in organisations designed to maximize eygdo
performance in service of their employer’s stratemjectives. HR is primarily concerned with howopke are managed
within organisations, focusing on policies and sys. HR departments and units in organisationsypreally responsible
for a number of activities, including employee reégnent, training and development, performance aigpt, and
rewarding (e.g., managing pay and benefit systeHR)is also concerned with industrial relationgittis, the balancing of

organisational practices with regulations arisiranf collective bargaining and governmental lawskBio, 2012).

Human Resource (HR) is a product of the humaniogistmovement of the early ®@entury, when researchers
began documenting ways of creating business valaaigh the strategic management of the workforée. flinction was
initially dominated by transactional work, suchmsyroll and benefits administration, but due tobglzation, company
consolidation, technological advancement, and &irtesearch, HR now focuses on strategic initiatlilkee mergers and
acquisitions, talent management, succession plgnmdustrial and labour relations, and diversitg anclusion (Kendall,
Jane and Rick, 2004).

In the current global work environment, all glolcaimpanies are focused on retaining the talent advledge
held by the workforce. All companies are focusedi@mmering the employee turnover and preserving Kedge. New
hiring not only entails a high cost but also ins@#he risk of the newcomer not being able to repthe person who was
working in that position before. HR departmentoatrive to offer benefits that will appeal to werk, thus reducing the

risk of losing knowledge (Perrow, 1991).
Conceptualizing Organisational Effectiveness

Organizational effectiveness has a very broad diah wague definition, so much so that most sousgdain
the concept by example rather than definition. &b, the effectiveness of a business constitiigeability to perform a
function with optimal levels of input and outputof@panies use organizational effectiveness to measuy number of
things, from the relationship between employee grethnce and company profits to the correlation betw
manufacturing processes and production volume.aéXlparameters exist for organizational effectiverad it follows no
definitive mathematical formula. Each organizatioreates its own method of measuring effectivendssasuring
effectiveness can help a small business withoualilgy to absorb ineffective processes modifyaitgroach to avoid loss
(Will, 2005).

Mitchell (2012) defines organizational effectivesess the efficiency with which an organization agks its

objectives. It is usually expressed by calculatimg difference between the net profit and the tapgefit. Other methods
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of measuring organizational effectiveness inclugiults from customer satisfaction surveys and rodng growth data.
It is also the efficiency with which an associatisnable to meet its objectives. The main meast@irerganizational
effectiveness for a business will generally be egped in terms of how well its net profitabilityngpares with its target
profitability. Additional measure might include gvth data and the result of customer satisfactioneys. According to
Richard (2009), organizational effectiveness caswrganisational performance plus the myriad mateperformance
outcomes normally associated with more efficienteffective operations and other external measunes relate to
considerations that are broader than those singdgaated with economic valuation (either by shaldgrs, managers, or

customers), such as corporate social responsibility

Kaplan and Grossman (2010) define organizatiorfatfeness as an abstract concept and are diffmumany
organizations to directly measure. Instead of meagwrganizational effectiveness directly, theamigation selects proxy
measures to represent effectiveness. Proxy measuagdnclude such things as number of people settypds and sizes
of population segments served, and the demandniitiise segments for the services the organizatipplies. It degrees
to which objectives are achieved and the extentvbich targeted problems are solved. In contrasefficiency,
effectiveness is determined without reference &iand, whereas efficiency means "doing the thigig," effectiveness

means "doing the right thing."
Strategies for Effective Human Resource Management

Strategic Human Resource Management is done bingirdd HRM with strategic goals and objectives mder to
improve business performance and developing orgtaiml cultures that foster innovation and flekii It involves
planning HR activities and deployment in such a w@enable organizations to achieve their goalanklu Resource
activities such as recruitment, selection, traingmgl rewarding personnel are done by keeping iw ¢fee company’s
goals and objectives. Organizations focus on ifignt, analyzing and balancing two sorts of fordéat is; the
organization’s external opportunities and threatsone hand and its internal strengths and weaksessethe other.
Alignment of the Human Resources system with thetesgic goals of firm has facilitated organizat®io achieve superb
targets. In order for human resources managemeittetaone effectively there must be a strategy tledines an
organization’s approach to attracting, retainingl anotivating a workforce that will enable it to seed. The critical
characteristics of an effective HR strategy aret fijs the organizational context, 2) it aligngrhan resource management
policies and programs with the strategy of the oizgtion, and 3) it integrates the HR functionahtggies (staffing,

development, performance management, and rewandagaement and employee relations) with each othear(§, 2010).

Aligning Human Resources Strategy with Organizai@ontext provides a model for formulating HR stggte
that fits the Organization at a particular pointtime. The model can guide the formulation of a hanresource
management strategy where one has not existedsondtabeen formally defined and can also be usesiv#duate the
current effectiveness and appropriateness of atiegistrategy. Once an effective strategy has beéined it can then be
used to evaluate how well policies and programsthfé strategy. The model is dynamic; if any of dmntextual
components change, the HR strategy must be resessebhe degree to which the HR strategy is madeifspwill also
depend on contextual characteristics; in timesnokeuaainty it may be in the form of a general di@t to be sharpened in

focus when a direction is clear and objectivesrdefi(Richard, 2010).
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Empirical Review

There have been numerous studies on the effectrategic human resources management in the lomg-ter
organisational performance. But, there is no coesisevidence for a significant relationship betwestrategic human
resource management and organisational effectigettesugh Ebonyi State University Teaching Hosp{@BSUTH)
Abakaliki, both in positive or negative directioResults and evidence about the effect of stratbgiman resources

management differ by country, analytical methodplegred and categorization of organisations.

Tamer, Satwinder and Mohamed (2013) used rigoraistical testing of data and theoretical pereapto study
the role of strategic human resources practicegamsational effectiveness. It was discovered ¢aatful recruitment and
selection, training and internal career opportesithave a positive impact on reducing employmemotter. The study

also provides strong support for the direct apgnoactrategic HR management and performance.

George and Cesar (2011) carried out a study onirtipact of strategic human resources management on
organisational success using logistic regressiatyais of data. The results of the logistic reg@ssinalyses indicate an
overall weak relationship between strategic humesources management and outcome assessments wbhaim@afor
fewer than 3 percent of the explained variablesaiance in the model. The study also stated ttrategic human
resources management enhances productivity andftbetiveness of organisations and that when osgdioin employ

personnel practices, they are more able to achimiegoals and objectives.

Gititi (2010) investigated the effects of humanowgges management strategies on the effectiverfessffee
marketing organisation in Meru using descriptiatistics and graph. It was found that human ressustrategies affected
the performance of the organisation as a wholeak also discovered that organisational developiissnes like culture

management and change affected the general perioentd the organisation.
Theoretical Framework

The study is based on the modernisation theoryqnogeed by Marquis and Etsenstadt (1970) and deedlap
Western Europe and North America from the sevetiesentury to the nineteenth and have then spreather European
countries and in the nineteenth and twentieth e¢gistto the South American, Asian, and African d¢oents". The idea of
modernization is relatively new. Its basic prinefplcan be derived from the idea of progress, wiibrged in the 18th-
century Age of Enlightenment with the idea that gleothemselves could develop and change their tyodi@ench
philosopher Marquis de Condorcet was involved ie trigins of the theory with the concept that teatbgical
advancements and economic changes can enable shHangeral and cultural values. Condorcet was iffs¢ to make the
connection between economic and social developrmeenhection and that there can be continuous pregeesl
improvement in human affairs. With that said, nedvancements and improvements would need to keep wibh a
constantly changing world. Furthermore, he encoedagchnological processes to help give peoplédurtontrol over

their environments, arguing that technological pesg would eventually spur social progress.

Lerner (1958) stated that modernization theory @ewtrin the 1950s as an explanation of how the inidlis
societies of North America and Western Europe dmed. Modernization refers to a model of a progvessansition
from a 'pre-modern’ or ‘traditional' to a 'modesatiety. The theory argues that societies devetofairly predictable

stages through which they become increasingly cexapDevelopment depends primarily on the importatiof
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technology as well as a number of other politiaadl &ocial changes believed to come about as at.résul example,
modernization involves increased levels of schgpéind the development of mass media, both of wluster democratic
political institutions. Transportation and commuation become increasingly sophisticated and addesgpopulations
become more urban and mobile, and the extendedyfateclines in importance as a result. Organizatibecome
bureaucratic as the division of labor grows moreglex and religion declines in public influence.stlg, cash-driven

markets take over as the primary mechanism thrextgbh goods and services are exchanged.

Modernization theory emerged further in the latéhl®entury and was especially popular among schatathe
mid-20th century. One foremost advocate was Hargaaologist Talcott Parsoddandarins of the Future (2003). The
theory stressed the importance of societies bepen do change and saw reactionary forces as tasfridevelopment.
Maintaining tradition for tradition's sake was tkybti to be harmful to progress and development. ¢trepts of
modernization lie in two camps, optimists and pessti The former view holds that what a moderngegs as a setback
to the theory (events such as the Iranian Revaluiathe troubles in Lebanon) are invariably tenappisetbacks, with the
ability to attain "modernism" still existing. Pesgsts argue that such non-modern areas are in@apébkcoming modern
(Rowntree, 2008).

Criteria for an Effective HR Strategy

An effective HR strategy is one that works in tease that it achieves what it sets out to achievparticular, it
will satisfy business needs; be founded on detadedlysis and study, not just wishful thinking; da@ turned into
actionable programmes that anticipate implememtat@quirements and problems; is coherent and iatedy being
composed of components that fit with and suppachesher; takes account of the needs of line masaa® employees
generally as well as those of the organization ithather stakeholders. The framework of straté¢itM and Purcell
(2003) emphasize: ‘HR planning should aim to méwt heeds of the key stakeholder groups involvegénple

management in the firm.’

A good strategy is one which actually makes pedpkd valued. It makes them knowledgeable about the
organization and makes them feel clear about withene sit as a group, or individual. It must shoerthhow what they do
either together or individually fits into stratedynportantly, it should indicate how people arengpto be rewarded for

their contribution and how they might be developed grow in the organization (Richard, 2010).
Determinants of HR Effectiveness

A basic premise underpinning the discussion of dppropriate HR role is that being a business paiige
essential to HR effectiveness. The table below shibv relationship between the type of businesm@ahip that the HR
organization has and its rated effectiveness inraber of areas. For this analysis each HR funatias characterized as
either a full business partner or not a full buss@artner based on the companies’ answers toubstignnaire. The
results for these two groups are significantlyefiéint on most of the measures of effectivenessy €learly establish that
HR rated itself as more effective when it is a follsiness partner. There are a few exceptions.nBssipartnership
doesn’'t impact the effectiveness of managing outsng, shared services and centers of excelleratijtees which for
the most part transfer the traditional transacliara the expert functional roles of HR into newitsinThese results

suggest that making HR a business partner canehidistaff to deliver business-oriented servicesenadfectively. This
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makes sense since if HR executives understandusiedss strategy; they can do a better job of stipgathe business
strategy and may even influence the business girae that it is more realistic in terms of thediof support HR can
offer (Edward and Susan, 2007). It is importanpdint out that this is simply a statistical relathip, and it is possible
that the causal direction between effectivenessterinlg a business partner operates in the revémsetidn. That is, it

may be that HR effectiveness is the price a HR mirgdion has to pay in order to be regarded adl &@isiness partner.
Our estimate is that the influence is predominatedyn business partner to effectiveness, but bottctions of causation

may be operating.
METHODOLOGY

This section describes the techniques and procedised by the researchers in conducting the sfliaig. study
employs the descriptive survey and content analgsigarrying out the study. This is because theassh involves events
that are still in progress. Objective of the studgre analysed based on content analysis and degergurvey. The

variables that were predicted by theories and prtesvempirical works were used in the analysis.

There are many sources or types of research datta kthis work which is purely analytical, one soelof data

collection which is primary data or source was used
Data Analysis Technique

A correlation test was used since sample statistias obtained so as to estimate a population paeame
Correlation statistics is a branch of statisticat thssumes that data have come from a type of pilipalistribution and
makes inference about the parameters of the disiit

In the qualitative research analysis, the Pearsoduet Moment correlation technique was used tabdish the
relationships between the first round and the s@econnd responses of the instrument administerbd.Aearson Product
Moment correlation technique was used to deterntiree relationship between the independent and theerdkent

variables.
Manually, the Pearson Product Moment correlatichnéue can be calculated with this formula:

NExy - (Sy)(2X)
J(n2x2) = (£)?)(nsy? - (y)?)

Where x and y are deviation scores, that is x=>Xcovériance)

And y= Y-Y (covariance), and Sx and Sy are samiaadard deviations, that is

X =Y (X-X)?
N
nywhere, manual computation in this study coulgehbeen very rigorous and cumbersome and to avmid, s
the Statistical Package for Social Sciences (SE&Sputer programme (version 15) was used to deterthie correlation

coefficient(r).
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Table 1: Mean, Variance, Standard Deviation and Cdécients of Variation of Questionnaire Responses

Questionnaire MeanVariance Standard Coefficient
of Items Deviation Variation

1 42.25 149.34 12.22 28.92
2 35.74 43.57 6.60 18.47
3 49.31 113.18 10.64 21.58
4 33.18 71.92 8.48 25.56
5 52 79.64 8.92 17.16
6 31.48 26.06 5.1 16.22
7 31.33 86.19 9.44 30.14
8 32.38 46.05 6.79 20.96
9 35.63 17.42 4.17 11.71
10 38.75 76.03 8.72 22.5
11 33.92 17.53 4.19 14.81
12 36.78 41.24 6.42 17.46
13 34.19 12.06 3.47 10.16

Authors’ Computation 2016

In order to eliminate possible errors, data cofldctvere edited, coded and tabulated base on ttesjuéncy
distribution. Also the mean, variance, standardat®mn and coefficient of variation of the distrilnn were determined as

shown in table 1 above.

Using the 5-point likert scale of 5, 4, 3, 2 anid the questionnaire responses, means score ofl alzove were
rated as positive while those below 3 mean score wated as negative. From table 1 above, all thamscores ranging
from item 1 to 13 representing strategic humanugs management (Band constraints and ways to ensure EBSUTH
effectiveness (B are positive. In the same distribution, all tlegiance ranging from 3.46 for item 13 representadey
of strategic human resource management to EBSUTéttafeness. The standard deviation is to measwealégree of
dispersion of the responses from the mean. Todurtieasure the closeness of the scores from the, iieavariance and
coefficient of variation were used. To arrive & trariance, the mean was subtracted from the iha@lilikert scales. This
is squared and multiplied by their attached fregies The result of all the outcomes were summednapdivided by the
sum of the frequencies. The standard deviationsivaply the square root of the variance. The coiefficof variation was
simply the percentage of the mean to the standariion.

Table 2: Pearson Moment Correlation Matrix

Variable Aq A, B,
B; 1 0.995 0.985
B, 0.985 0.999 0.978
A, 0.975 0.969 0.988

* Correlation is significant at the 0.05 léve

Table 2 above explains the correlation coefficidrgsveen the dependent variable and the independegables.
The correlation coefficients above do not only skgimng positive relationships but are also sigaifitly high. Here the
highest coefficient being that of EBSUTH effectiesn (B) which is 1 at 0.05 level of significant. The lesteelationship
is that of strategic human resource managemetyBich is 0.985 at 0.05 level of significant.
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Table 2 above shows the analysis of the relatigsshimong the dependent and independent variabtls.tBe

independent and the dependent variables showethgpasitive relationship in both short and long.run

For the dependent variable, the correlation coeffit (r) between Aand B is 0.985 at 0.05 level of significant.
With these high levels of cross sectional relatims that exist among the variables, there is cteiscy and stability

among the variables used in this study.
RESEARCH FINDINGS

This study examines the relationship between gfi@teuman resource management in Ebonyi State hiiye
Teaching Hospital Abakaliki and organisational efffeeness. Having analyzed the data collected titraine use of
guestionnaire and the oral interview conducted limgical and sequential manner, the following firgk were made. That
EBSUTH Abakaliki has adopted SHRM as a tool foriagimg effectiveness in the organisation; thattstgec human
resource management had influenced the achieveoh¢hée set goals of the Ebonyi State University chétag Hospital,

Abakaliki and that non adoption of SHRM in EBSUTHlsmegatively affected the effectiveness of thawisation.
CONCLUSIONS

The study focuses on the effects of strategic huresnurces management on organisational effectbgeire
Nigeria. One of the reasons for this study is theréased recognition that people are importantcgoof sustainable
competitive organisation. Skills and competenciesbée an organisation to be more flexible and tmgeise strategic
challenges. Modernisation theory, Resource-basearyhof firm and behavioural approaches proposatidhganisations

should implement the best practice or best fittsti@s to maximize business performance.

Strategic Human Resources Development (SHRD) reptes particular variant of human resource deveéor.
It differs from more traditional models of HRD ihat it proposes a model of HRD that is aligned wfith needs of the

business or organisation. Human Resources retbetpeople and their skills that are used to prediamds and services.

Based on the content analysis and correlation ictexft, the researcher concluded that strategicamrasources
management has been relatively high in terms da#ffects on organisational effectiveness in Nigarfdle EBSUTH has
adopted SHRM as a tool for achieving effectiven&sategic Human Resources Management (SHRM) Hpsdhé the
achievement of the set goals of the EBSUTH, Abékalihis is an indication that adoption of SHRM faBSUTH

effectiveness will continue to bring growth in thigjanisation.
RECOMMENDATIONS

On the basis of the findings of the study, thedfelhg recommendations are proffered towards enhagnttie

relationship between strategic human resources geament and effectiveness of EBSUTH as an orgaaisati Nigeria.

» Ebonyi State University Teaching Hospital Abakal(EBSUTH) should collaborate with workers unions to

understand their needs and aspirations.

* EBSUTH should align with various training progransref the State and Federal Ministry of Health aimatd
capacity enhancement.
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» Finally, approval should be sought for the traingigesident doctors within the hospital as thi mot only save

cost but increase the number of clinical officerdénefit from the programme.
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