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Abstract 
We have seen that once a company decides how it is going to compete, it turns to 

formulating departmental strategies to support its competitive aims. One of those 

departments is human resource management. Every organization in Nigeria needs 

its human resource management policies and activities to make sense in terms of its 

broad strategic aims. Strategic human resource management means formulating 

and executing human resource policies and practices that produce the employee 

competencies and behaviours the organization needs to achieve its strategic aims. 

The basic aim of this work is to examine strategic human resource management as 

panacea in building high performance work system in Nigerian organizations. 

Literature review of past works was adopted to gather information for the study. 
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The research revealed that human resource strategies are the specific human 

resource management policies and practices managers use to support their strategic 

aims. The paper recommended that the aim of managers in Nigerian organizations 

must be to produce the employee skills and behaviours that the company needs to 

achieve its strategic objective.   

 

Keywords: Strategic, Human Resource, Management, Organization, 

Performance, Work, Company, Strategies, Policy. 

 

Introduction 

There is a strong lobby propounding the view that human resources are the 

source of competitive advantage for any business, rather than, say, access 

to capital or use of technology. It is therefore, logical to suggest that 

attention needs to be paid to the nature of this resource and its management 

as this will impact on human resource behaviour and performance, and 

consequently the performance of the organization. Indeed, Boxall and 

Steeneveld (1999) argued vehemently that there is no need to prove the 

relationship between firm performance and labor management as it is self-

evident that the quality of human resource management is a critical 

influence on the performance of the firm. It is not, therefore, surprising that 

the rhetoric of strategic human resource management has been readily 

adopted, especially as a strategic approach is considered to be one of the 

characteristics of human resource management as opposed to personnel 

management, which is seen as operational. If as Boxall and Purcell (2003) 

suggest, if human resource is strategic to busines success, then human 

resource needs to be strategic player and the role of business strategist will 

be a  key role for human resource specialists in the future (Cleveland, Pajo 

and Toulson, 2000). 

 

Strategic human resource management is an approach to the development 

and implementation of human resource strategies that are integrated with 

business strategies and support their achievement. Strategic human 

resource management has been described by Boxall (1996) as the interface 
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between human resource management and strategic management. Schuler 

and Jackson (1987) observed that “strategic human resource management” 

is fundamentally about systematically linking people with people”. The 

basic idea behind strategic human resource management is simple: In 

formulating human resource management policies and activities, the 

manager’s aim must be to produce the employee skills and behaviours that 

the organization needs to achieve its strategic aims. Management 

formulates a strategic plan. The strategic plan implies certain workforce 

requirements. Given the workforce requirements, human resource 

management formulates human resource strategies, i.e., policies and 

practices to produce the desired workforce skills, competencies and 

behaviours. The human resource manager identifies the measures he or she 

can use to gauge the extent to which its new policies and practices are 

actually producing the required employee skills and behaviours. These 

measures might include, for instance, “hours of computer training per 

employee”, “productivity per employee” and “customer satisfaction”. 

 

In essence, strategic human resource management is conceptual; it is a 

general notion of how integration or “fit” between human resource and 

business strategies is achieved, the benefits of taking a longer-term view of 

where human resource should be going and how to get there, and how 

coherent and mutually supporting human resource strategies should be 

developed and implemented. Importantly, it is also about how members of 

the human resource specialists should adopt a strategic approach on a day-

to-day basis. This means that they operate as part of the management team, 

ensure that human resource activities support the achievements of business 

strategies on a continuous basis, and add values.  

 

Thus, strategic human resource management is an approach that defines 

how the organization’s goals will be achieved through people by means of 

human resource strategies and integrated human resource policies and 

practices. It was defined by Mabey, Salaman, and Storey (1998) as the 
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process of developing corporate capability to deliver new organizational 

strategies. It is based on two-key ideas, namely, the resource-based view 

and the need for strategic fit. 

 

Strategic human resource management can be regarded as a mindset 

underpinned by certain concepts rather than a set of techniques. It provides 

the foundation for strategic reviews in which analysis of the organizational 

context and existing human resource practices lead to decisions on strategic 

plans for the development of overall or specific human resource strategies. 

Strategic human resource management involves the exercise of strategic 

choice, and the establishment of strategic priorities. It is essentially about 

the integration of business and human strategies so that the latter contribute 

to the achievement of the former. 

 

Strategic human resource management is not just about strategic planning, 

nor does it only deal with the formulation of individual human resource 

strategies. Its main concern is with integrating what human resource does 

and plans to do with what the business does and plans to do. 

 

Theoretical Perspectives of Strategic Human Resource Management 

Three theoretical approaches to strategic human resource management can 

be identified. First, is Founded on the concept that there is “one best way” 

of managing human resources in order to improve business performance, 

and it is called “Universalist Approach”.  It is based on the premise that one 

model of labour management that is, a high-commitment model, is related 

to high organizational performance in all contexts, irrespective of the 

particular competitive strategy of the organization. An expression of this 

approach can be seen in Guest (1989) theory of human resource 

management, which is a prescriptive model based on four human resource 

policy goals: strategic integration, commitment, flexibility, and quality. 

These policy goals are related to human resource management policies 

which are expected to produce desirable organizational outcomes. The 
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second which is called “Fit or Contingency Approach” is based on the 

assumption that different types of human resource strategies will be 

suitable for different types of business strategies. The approach is based on 

two critical forms of fit. The first is “external fit”, sometimes referred to as 

vertical integration, that human resource strategy fits with the demands of 

business strategy; the second is “internal fit”, sometimes referred to as 

horizontal integration, that all human resource policies and activities fit 

together so that they make a coherent whole, are mutually reinforcing and 

are applied consistently. One of the foundations of this approach is found 

in Fombrun, Tichy and Devanna (1984), work, who proposed a basic 

framework for strategic human resource management. Thirdly, a more 

recent approach to strategic human resource management is derived from 

the “Resource – Based” view of the firm, and the perceived value of human 

capital. This view focuses on the quality of the human resources available 

to the organization and their ability to learn and adapt more quickly than 

their competitors. Supporters of this perspective challenged the need to 

secure a mechanistic fit with business strategy and focus on long-term 

sustainability and survival of the organization via the pool of human 

capital. Thus, the resource-based view of the firm according to Barney 

(1991) has stimulated attempts to create a resource-based model of strategic 

human resource management (Boxall, 1996). The resource-based view of 

the firm is concerned with the relationship between internal resources, of 

which human resources are one, strategy and firm performance. It focuses 

on the promotion of sustained competitive advantage through the 

development of human capital rather than merely aligning human 

resources to current strategic goals. Human resources can provide 

competitive advantages for the business, as long as they are unique and 

cannot be copied or substituted for by competing organizations. The focus 

is not just on the behaviour of the human resources, as with the fit approach, 

but on the skills, knowledge, attitudes and competencies which underpin 

this, and which have a more sustained impact on long term survival than 

current behaviour, although this is still regarded as important. Briggs and 
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Keogh (1999) maintained that business excellence is not just about “best 

practice” or “leapfrogging the competition”, but about the intellectual 

capital and business intelligence to anticipate the future, today. 

 

Aims and Objectives of Strategic Human Resource Management in 

Organizations 

The fundamental aim of strategic human resource management in 

organizations is to generate organizational capability by ensuring that the 

organization has the skill, engaged committed and well motivated 

employees it needs to achieve sustained completive advantage. Alvesson 

(2009) reported that strategic human resource management is about, how 

the employment relationships for all employees can be managed in such a 

way as to contribute optimally to the organization’s goal achievement. 

Strategic human resource management has three main objectives: first to 

achieve integration, that is, the vertical alignment of human resource 

strategies with business strategies and the horizontal integration of human 

resource strategies. The second objective is to provide a sense of direction 

in an often turbulent environment so that the business needs of the 

organization and the individual and collective needs of the employees can 

be met by the development and implementation of coherent and practical 

human resource policies and programmes. The third objective is to 

contribute to the formulation of business strategy by drawing attention to 

ways in which the business can capitalize on the advantages provided by 

the strengths of its human resources. 

 

Human Resource Strategies and Policies      

Managers call the specific human resource management policies and 

practices they are to support their strategic aims “human resource 

strategies” (Devi and Anthony, 2005). Human resource strategy produces 

service-oriented employee behaviours the organization may need to 

improve significantly the organization’s level of service. Human resource 

policies therefore, include installing company’s human resource system, 
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having top management personally interview each candidate, and selecting 

only employees who cared for and respected others. 

 

Thus, human resource strategies indicate what the organization wants to 

do about its human resource management policies and practices and how 

they should be integrated with the business strategy and each other. They 

set out aspirations that are expressed as intentions, which are then 

converted into actions. As opined by Chester (2011), they should be 

regarded as a statement of the organization’s collective endeavour. They 

are not just a laundry list of everything the organization would like to do. 

Dyer and Reeves (1995) described human resource strategies as “internally 

consistent bundles of human resource practices”. Purcell (2001) stated that 

“strategy in human resource is like in other areas, is about continuity and 

change, about appropriateness in the circumstances, but anticipating when 

the circumstances change. It is about taking strategic decisions”. In the real 

sense, the purpose of human resource strategies is to articulate what an 

organization needs to do about human resource management politics and 

practices now and in the long term to ensure that the dictum of Fombrun et 

al (1984) that business and managers should perform well in the present to 

succeed in the future. 

 

Human resource strategies may be considered formally as part of a strategic 

Human Resource Management process that leads to the development of 

overall or specific strategies for implementation by Human Resource 

managers and, virtually, line managers. But an organization that has 

developed an HR strategy will not be practicing strategic human resource 

management unless that HR strategy has strategic relevance to the 

organization’s success. Wright and McMaham (1999) observed, Human 

Resource Management can only be considered to be strategic if it enables 

an organization to achieve its goals. In the same vein, Pettigrew and Whipp 

(1991) reported that strategy, far from being a straight-forward, rational 

phenomenon, is in fact interpreted by managers according to their own 
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frame of reference, their particular motivations and information. It is a fact 

that all organizations are different, all HR strategies are different. There is 

no such thing as a standard strategy. Study in HR strategy conducted by 

Armstrong and Long (1994), and Armstrong and Baron (2002) revealed 

many variations. Some strategies are simply very general declarations of 

intent. Others go into much more detail. The two types of HR strategies are: 

(1) general strategies such as high-performance working, and (2) specific 

strategies relating to the different aspects of human resource management 

such as learning and development and reward.            

 

Strategic Human Resource Management Tools 

Managers use several tools to help them translate the organization’s broad 

strategic goals into specific human resource management policies and 

activities. Three important tools include the strategy map, the human 

resource scorecard, and the digital dash-board. Strategy Map shows the 

“big picture” of how each department’s performance contributes to 

achieving the company’s overall strategic goals. It helps the manager 

understand the role his or her department plays in helping to execute the 

company’s strategic plan. Human Resource Scorecard is used by many 

employers to quantify and computerize the map’s activities. The human 

resource scorecard helps them to do so. The human resource scorecard is 

not a scorecard. It refers to a process for assigning financial and 

nonfinancial goals or metrics to the human resource management related 

chain of activities required for achieving the company’s strategic aims and 

for monitoring results (Lead, 2005). The idea is to take the strategy map and 

to quantify it. Managers use special scorecard software to facilitate this. The 

computerized scorecard process helps to quantify the relationships 

between (1) the human resource activities, that is, amount of testing, 

training, and so forth, (2) the resulting employee behaviours, that is, 

customer service for instance, and (3) the resulting firm-wide strategic 

outcomes and performance such as customer satisfaction and profitability 

(Lead, 2005). A Digital Dashboard presents the manager with desktop 
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graphs and charts, and a computerized picture of where the company 

stands on all those metrics from the human resource scorecard process. 

 

Criteria for an Effective Human Resource Strategy 

An effective human Resource strategy is one that works in the sense that it 

achieves what is sets out to achieve. Its criteria are that it: 

1. Will satisfy business needs. 

2. Is founded on detailed analysis and study, not just wishful thinking. 

3. Can be turned into actionable programmes that anticipate 

implementation requirements and problems. 

4. Is coherent and integrated, being composed of components that fit 

with and support each other. 

5. Takes account of the needs of line managers and employees 

generally as well as those of the organization and its other 

stakeholders.  

 

Building High-Performance Work System in Nigerian Organizations 

No two organizations in Nigeria have the exact same human resource 

practices and policies. For example, a low-cost leader will have different 

testing, training, and pay policies than will one that makes luxury goods 

(Okere, 2013). However, general strategies describe the overall system or 

bundle of complementary human resource practices that the organization 

proposes to adopt or puts into effect in order to improve organizational 

performance. The three main approaches are summarized below. 

 

1) High – Performance Management Policies and Practices: High-

performance management aims, through high-performance work 

systems, that is, bundles of practices that enhance employee 

performance and facilitate their engagement, motivation and skill 

enhancement, to make an impact on the performance of the 

organization in such areas as productivity, quality levels of customer 

service, growth and profits. High-performance working practices 
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include rigorous recruitment and selection procedures, extensive 

and relevant training and management development activities, 

incentive pay systems and performance management processes. 

 

2) High – Commitment Management: One of the defining 

characteristics of human resource management is its emphasis on the 

importance of enhancing mutual commitment (Walton, 1985). High 

– commitment management which is aimed at eliciting a 

commitment so that behaviour is primarily self-regulated rather 

than controlled by sanctions and pressures external to the 

individual, and relations within the organization are based on high 

levels of trust. 

 

3) High – Involvement Management: As stated by Benson, Young and 

Lawler (2006), “High – performance work practices are a specific set 

of human resource practices that focus on employee decision-

making, power, access to information, training and incentives”.  

Camps and Luna –Arocas (2009) observed that: “High-involvement 

work practices aim to provide employees with the opportunity, 

skills and motivation to contribute to organizational success in 

environments demanding greater levels of commitment and 

involvement”. The term “high – involvement” was used by Lawler 

(1986) to describe management systems based on commitment and 

involvement, as opposed to the old bureaucratic model based on 

control.   

 

High – Performance Work Systems 

Many experts agree that certain human resource management policies and 

practices do distinguish many high-performing companies. Managers call 

these sets of practices “high-performance work systems”. A high-

performance work system is a set of human resource management policies 

and practices that promote organizational effectiveness. These include 
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multi-skilled work teams, empowered front-line workers, extensive 

training, labor-management cooperation, commitment to quality, and 

customer satisfaction (Karen, 2006). 

 

Line Manager’s Role in Building a High-Performance Work System in 

Nigerian Organizations 

A human resource manager can influence things like “number of qualified 

applicants per position” and “percentage of jobs filled from within” is 

apparent. After all those are exactly the sorts of activities that human 

resource managers oversee. Not so apparent is that every department 

manager and supervisor can play an important role in activities  like, those 

and thus build, within his or her own departmental domain, a higher 

performing organization. This shows, for instance, that more applicants, 

more testing, more formal appraisals, better training, and more incentive 

plans usually correlate with higher performance. You do not have to be a 

human resource manager to influence activities like these. Every sales 

manager, production manager, and accounting manager can influence the 

number of job applicants they get, the testing they do, the quality training 

they provide, and the sorts of incentives they offer to their employees. Thus, 

all managers are “human resource managers” because no manager can 

excel without applying the sorts of tools and techniques in managing 

human resources. 

 

Link Between Business and Human Resource Strategy 

The nature, desirability and feasibility of the link between business strategy 

and human resource strategy is a consistent theme which runs through the 

strategy literature, although, some theories suggest that implementing 

“best practice” in human resource management is even more important 

than this. Figure 1 is a simple model that is useful in visualizing different 

ways in which this relationship may be played out and has relevance for 

the newer conceptions of strategy based on the resource-based view of the 

firm, as well as earlier conceptions. 
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In the Separation Model (A) there is no relationship at all, if indeed 

organizational and human resource strategy does exist in an explicit form 

in the organization. This is a typical picture of twenty years ago, but it still 

exists today, particularly in smaller organizations. 

 

Figure 1: Potential Relationships Between Organizational Strategy and 

Human Resource Strategy. 
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human resource strategy is designed to fit with this. Some of the early 

formal models of human resource strategy, particularly that proposed by 

Fombrum, Tichy and Devanna (1984), concentrated on how the human 

resource strategy can be designed to ensure a close fit is used in the Schuler 

and Jackson (1987) example in table 1. 

 

Table 1: Business Strategies, and Associated Employee Role Behaviour 

and Human Resource Policies 
 Strategy Employee Role 

Behaviour 

HRM Policies 

 

1 

 

Innovation 

 

A high degree of 

creative behaviour 

 

 

Longer-term focus 

 

 

 

A relatively high level 

of cooperative, 

interdependent 

behaviour 

 

 

 

 

 

A model degree of 

concern for quality 

 

 

 

 

 

Jobs that require close interaction 

and coordination among groups 

of individuals  

 

 

Performance appraisals that are 

more likely to reflect longer-term 

and group-based achievements 

 

Jobs that allow employees to 

develop skills that can be used in 

other positions in the firm 

 

Compensation systems that 

emphasize internal equity rather 

than external or market-based 

equity 

 

 

Pay rates that tend to be low, but 

that low employees to be 

stockholders and have more 

freedom to choose the mix of 
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A moderate concern for 

quality; an equal degree 

of concern for process 

and results 

 

 

A greater degree of risk 

taking; a higher 

tolerance of ambiguity 

and unpredictability 

 

components that make up their 

pay package 

 

 

Broad career paths to reinforce 

the development of a broad 

range of skills 

2. Quality 

enhancement 

Relatively repetitive 

and predictable 

behaviours 

 

A more long-term or 

intermediate focus 

 

 

A moderate amount of 

cooperative, 

interdependent 

behaviour 

 

 

A high concern for 

quality 

 

 

 

A modest concern for 

quantify of output 

 

High concern for 

process; low risk-taking 

Relatively fixed and explicit job 

descriptions 

 

 

High levels of employee 

participation in decisions 

relevant to immediate work 

conditions and the job itself 

 

A mix of individual and group 

criteria for performance appraisal 

that is mostly short term and 

results oriented 

 

 

A relatively egalitarian treatment 

of employees and some 

guarantees of employment 

security 
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activity; commitment to 

the goals of the 

organization 

 

Extensive and continuous 

training and development of 

employees 

3. Cost 

reduction 

Relatively repetitive 

and predictable 

behaviours 

 

A rather short-term 

focus 

 

 

 

Primarily autonomous 

or individual activity 

 

Moderate concern for 

quality 

 

 

High concern for 

quantity of output 

 

Primary concern for 

results; low risk-taking 

activity; relatively high 

degree of comfort with 

stability  

Relatively fixed and explicit job 

descriptions that allow little 

room for ambiguity 

 

Narrowly designed jobs and 

narrowly defined career paths 

that encourage specialization, 

expertise and efficiency 

 

Short-term results-oriented 

performance appraisals  

 

Close monitoring of market pay 

levels for use in making 

compensation decisions 

 

Minimal levels of employee 

training and development 

 

Source: R. S. Schuler and S. E. Jackson (1987) “Linking Competitive 

Strategies with Human Resource Management Practices”, Academy of 

Management Executive, No. 3, August, Reproduced with Permission of the 

Academy of Management. 

 



South-South Journal of Humanities and international Studies                      Vol.3 No.1 March, 2020 
 

Manager’s Role in Strategic Human Resource Management and Building High-Performance … 408 

The whole approach depends on a view of strategy formulation as a logical 

rational process, which remains a widely held view. The relationship in the 

fit model is exemplified by organizations which cascade their business 

objectives down from the senior management team through functions, 

through departments, through teams and so on. Functions, for example, 

have to propose a functional strategy which enables the organizational 

strategy to be achieved. Departments have to propose a strategy which 

enables the functional strategy to be achieved, and so. In this way the 

human resource function, as with any other, is required to respond to 

organizational strategy by defining a strategy which meets organizational 

demand. 

 

The Dialogue Model (C) takes the relationship one step further, as it 

recognizes the need for two-way communication and some debate. What is 

demanded in the organization’s strategy may not be viewed as feasible and 

alternative possibilities need to be reviewed. The debate however, is often 

limited. The Holistic Model (D) represents the people of the organization 

being recognized as the key to competitive advantage rather than just the 

way of implementing organizational strategy. In other words human 

resource strategy is not just the means for achieving business strategy (the 

ends), but an end in itself. Human resource strategy therefore, becomes 

critical and, as Baird, Meshoulam, and DeGive (1983) argued, there can be 

no strategy without human resource strategy. Boxell (1996) develops this 

idea in relation to the resource-based firm, and argues convincingly that 

business strategy can usefully be interpreted as more broad than a 

competitive strategy, or positioning in the marketplace. In this case, 

business strategy can encompass a variety of other strategies including 

human resource management, and he describes these strategies as the 

pieces of a jigsaw.  This suggests mutual development and some form of 

integration, rather than a slavish response to a predetermined business 

strategy. 
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The Human Resource – Driven Model (E) offers a more extreme form, 

which places human resource strategy in prime position. The argument 

here is that if people are the key to competitive advantage, then we need to 

build on our people strengths. Logically, then, as the potential of our 

employees will undoubtedly affect the achievement of any planned 

strategy, it would be sensible to take account of this in developing our 

strategic direction. Butler (1988) identifies this model as a shift from human 

resources as the implementors of strategy to human resources as a driving 

force in the formulation of the strategy. Again this model is a reflection of a 

resource-based strategic human resource management perspective, and sits 

well with the increasing attention being given to the notion of “human 

capital” where it is the collective nature and quality of the people in the 

organization which provide the potential for future competitive advantage 

(Lengnick-Hall and Lengnick-Hall, 2003).    

 

Conclusions 

Strategic human resource management is the interface between human 

resource management and strategic management. It takes the notion of 

human resource management as strategic, integrated and coherent 

approach and developed that in line with the concept of strategic 

management. The aim of strategic human resource management is to 

generate organizational capability by ensuring that the organization has the 

skilled, engaged, committed and well-motivated employees it needs to 

achieve sustained competitive advantage. 

 

Each function or department in the business needs its own functional 

strategy, and strategic human resource management means formulating 

and executing human resource policies and practices that produce the 

employee competencies and behaviours the company needs to achieve its 

strategic aims. Human resource Strategies are the specific human resource 

management policies and practices managers use to support their strategic 

aims. Important and popular strategic human resource management tools 
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include the strategy map, the HR scorecard, and digital dashboard. In 

today’s competitive environment, it is important for all managers to 

understand they have a role in building, even within their own 

departments, high-performance work systems. In brief, a high-performance 

work system is a set of human resource management policies and practices 

that promote organizational effectiveness. 

 

Recommendations  

Based on the conclusions, the following points are recommended for 

improved strategic human resource management in building high-

performance work system in Nigerian organizations.  

 

1. Managers in Nigerian organizations, should encourage the 

development of employee skills and behaviours that the company 

needs to achieve its strategic objective. 

2. Technology, and better product quality, sales, and financial 

performance should be combined to enhance high-performance. 

3. Organizations in Nigeria should know that they cannot executive 

their new strategy without new employee competencies and 

behaviours. 

4. In practice, determining what the company’s long-term, overall plan 

should be, requires, some special tools. In this direction, Nigerian 

organizations need to be able to systematically review the 

competitive landscape and analyze what the company best strategic 

should be. 

5. Human resource strategies should be congruent with the context and 

circumstances of the organization. 

6. Human resource strategies should set out what the organization 

intends to do about its human resource management policies and 

practices. 

7. The process of building HR strategies is an important aspect of 

strategic human resource management, which is concerned with the 
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organization as a total system or entity and address what needs to 

be done across the organization as a whole. 

8. Resource-based view of strategic human resource management 

should emphasize the importance of creating firms that are more 

intelligent and flexible than their competitors’ by hiring and 

developing more talented staff and by extending their skills base. 

9. Strategic fit should develop human resource strategies that are 

integrated with the business strategy and support its achievement 

(vertical integration or fit) and use of an integrated approach to the 

development of human resource practices. 

10. Implementing and enacting policies is the task of line managers. It is 

necessary first to involve line managers in the development of 

human resource strategy, bearing in mind that things done with line 

managers are much more likely to work than things done to line 

managers. 

11.   Nigerian organizations should ensure that the human resource 

policies they are expected to put into practice are manageable with 

the resources available. 

12. Managers should be provided with the training, supporting 

processes and on the spot guidance they need to achieve high-

performance. 

13. Human resource strategies may be considered formally as part of a 

strategic human resource management process that leads to the 

development of overall or specific strategies for implementation by 

human resource managers, and virtually, line managers.  

14. There should be a link between business and human resource 

strategy. 

15. Business strategies, should be expressed in the common currency of 

figures and hard data on portfolio management, growth, 

competitive position, market share, profitability etc. 

16. Human resource strategies should deal with quantifiable issues such 

as resourcing and skill acquisition but are equally likely to refer to 
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qualitative factors such as engagement, commitment, motivation, 

good employee relations and high employment standards. 

17. Human resource strategies must be totally integrated with 

corporate/business strategies in the sense that they both flow from 

and contribute to such strategies. 

18. There should be a straightforward flow from the business strategy 

to the human resource strategy. 

19. Organizations should embrace the concept of bundling for the 

development and implementation of several human resource 

practices together, so that they are interrelated and therefore 

complement and reinforce each other. 

20. Human resource strategies should set out what the organization 

intends to do in areas such as human capital management, 

knowledgement management, corporate social responsibility, 

engagement, organization development, resourcing, talent 

management, learning and development, reward, employee 

relations, and employee wellbeing.  
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