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Abstract 
Human resources can be thought of as “the total knowledge, skills, creative abilities, 

talents and aptitudes of an organization’s workforce, as well as the value, attitudes 

and beliefs of the individuals involved. Human resources can also be explained in 

the sense that it is a resource like any natural resource. It does mean that the 

management in Nigerian organizations can get and use the skill, knowledge, ability 

etc, through the development of skills, tapping and utilizing them again and again 

by developing a positive attitude among employees. This article examines why 

human resource management is important in Nigerian work organizations. The 

study delved into review of literature on human resource management to gather 

necessary information. The study shows that human resource management is 

fundamental to all management activities. The paper recommends that managers in 

Nigerian work organizations should strive to achieve competitive success through 

people which requires a fundamental change in how they think about their 

employees and how they view the work relationship.   
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Introduction 

The term “human resource management” is not easy to define. This is 

because it is commonly used in two different ways. On the one hand, it is 

used generally to describe the body of management activities. Used in this 

way, human resource management is really no more than a more modern 

and supposedly imposing name for what has long been labeled personnel 

management. On the other hand, the term is equally widely used to denote 

a particular approach to the management of people which is clearly distinct 

from personnel management. Use in this way “Human Resource 

Management” signifies more than an updating of the label; it also suggests 

a distinctive philosophy towards carrying people-oriented organizational 

activities: one which is held to serve the modern business effectively in 

Nigeria than “traditional” personnel management. In simple sense, human 

resource management means employing  people, developing their 

resources, utilizing, maintaining and compensating their services in tune 

with the job and organizational requirements with a view to contribute to 

the goals of the organization, individual and society. Accordingly, human 

resource management is managing, that is, planning, organizing, directing, 

and controlling, the functions of employing, developing, compensating and 

utilizing human resources, resulting in creation and development of human 

and industrial relations which would shape the future policies and 

practices of human resource management, with  a view to contribute 

proportionately the organizational, individual and societal goals. Thus, 

human resource management is the process of acquiring, training, 

appraising, and compensating employees, and of attending to their labour 

relations, health and safety, and fairness concerns. 

 

Distinction Between Personnel Management and Human Resource 

Management  

Personnel Management is different from Human Resource Management. 

Personnel means persons employed. Hence, personnel management views 

the man as economic man who works for money or salary. Human 



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

Why Human Resource Management Is Important In Nigerian Work Organizations  601 

Resource Management treats the people as human beings having economic, 

social, and psychological needs. Thus, human resource management is 

broader in scope compared to personnel management. 

 

Why Human Resource Management is Important in Nigerian Work 

Organizations 

In Nigerian work organizations people are most important asset. Many 

organizations in Nigeria use this phrase, “our people are our most 

important resource or something close to it to acknowledge the important 

role that employees play in organizational success (Okere, 2013).  These 

organizations also recognize that all managers must engage in some human 

resource management activities. These managers interview job candidates, 

orient new employees, and evaluate their employees’ work performance. 

Can HRM be a strategic tool in Nigerian organizations? Can it, help 

establish an organization’s sustainable competitive advantage in Nigerian 

organizations? The answers to these questions seems to be “Yes”. Various 

studies have concluded that organization’s human resources can be a 

significant source of competitive advantage (Pfeffer, 1998). And that is true 

for organizations around the world, and not just Nigerian firms. The 

Human Capital Index, a comprehensive global study of over 2,000 firms 

conducted by consulting firm Watson Whyatt Worldwide, concluded that 

people-oriented Human Resource can be a true source of competitive 

advantage (Watson, 2003). Achieving competitive success in Nigerian 

organizations through people requires a fundamental change in how 

managers think about their employees and how they view the work 

relationship. It involves working with and through people and seeing them 

as partners, not just as costs to be minimized or avoided. That is what 

organizations such as Southwest Airlines, the Container Store, and 

Timberland are doing. In addition to their potential importance as part of 

organizational strategy and their contribution to competitive advantage, 

and organization’s human resource management practices have been found 

to have a significant impact on organizational performance (Batt, 2002). For 
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instance, in a study, Business Finance (1999), reported that significantly 

improving an organization’s human resource management practices could 

increase its market value by as much as 30 percent. The use to describe these 

practices that lead to such result is “high-performance work practices. 

High-performance work practices lead to both high individual and high 

organizational performance. The common thread in the practices is 

commitment to improving the knowledge, skills, and abilities of an 

organization’s employees; increasing their motivation; reducing loafing on 

the job; and enhancing the retention of quality employees, while 

encouraging low performances to leave. Whether an organization chooses 

to implement high-performance work practices or not, there are certain 

human resource management activities that must be completed in order to 

ensure that the organization has qualified people to perform the work that 

needs to be done, that is, activities that comprise the human resource 

management process. 

 

Human Resource Management Process in Organizations 

Figure 1:  Human Resource Management Process   
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Figure 1 introduces the key components of an organization’s human 

resource management process, which consists of eight activities necessary 

for staffing the organization and sustaining high employee performance in 

Nigerian organizations. The first three activities ensure that competent 

employees are identified and selected; the next two activities involve 

providing employees with up-to-date knowledge and skills; and the final 

three activities entail making sure that the organization retains competent 

and high-performing employees who are capable of sustaining high 

performance in Nigerian organizations. 

 

Some environmental factors that most directly influence the human 

resource management process include employee labour unions and 

government laws and regulations. A labour union in Nigerian 

organizations as explained by Okere (2013) is an organization that 

represents workers and seeks to protect their interests through collective 

bargaining. In unionized organizations, many human resource 

management decisions are regulated by the terms of collective agreements. 

These agreements usually define such things as recruitment sources; 

criteria for hiring, promotions, and layoffs; training eligibility; and 

disciplinary practices. Although labour unions can significantly affect an 

organization’s human resource management practices, no environmental 

constraint that can match the influence of governmental laws and 

regulations in Nigerian organizations. 

 

In Nigeria, federal, states, and local governments have greatly expanded 

their influence over human resource management by enacting a number of 

laws and regulations (Okere, 2013). As a result, today’s employers in 

Nigerian organizations must ensure that equal employment opportunities 

exist for job applicants and current employees. Decisions regarding who 

will be hired, for instance, or which employees will be chosen for a 

management training programme must be made without regard to sex, 

political affiliation, religion, age, colour, tribe, disability etc. Exceptions can 
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occur only when special circumstances exist. For instance, a service 

department can deny employment to a firefighter applicant who is confined 

to a wheelchair, but if that same individual is applying for a desk job, such 

as fire department dispatcher, the disability cannot be used as a reason to 

deny employment. The issues involved, however, are rarely not clear-cut. 

For example, employment laws protect most employees whose religious 

beliefs require a specific style of dress such as robes, long shirts, long hair, 

and the like. However, if the specific style of dress may be hazardous or 

unsafe in the work setting, e.g., when operating machinery, a company 

could refuse to hire a person who won’t adopt a safer dress code (Digh, 

1998). Trying to balance the “Shoulds and Should-not” of these laws often 

falls within the realm of “affirmative action” . Many organizations in 

Nigeria have affirmative action programmes to ensure that decisions and 

practices enhance the employment, upgrading, and retention of members 

from protected groups such as minorities and females. That is, the 

organization not only refrains from discrimination but actively seeks to 

enhance the status of members from protected groups. 

 

Managers in Nigerian organizations are not completely free to chose whom 

they hire, promote, or fire. Although these laws and regulations have 

significantly helped to reduce employment discrimination and unfair 

employment practices, they have, at the same time, reduced managers’ 

discretion over human resource decisions. And because an increasing 

number of workplace lawsuits are targeting supervisors, as well as their 

organizations, managers need to be aware of what they can and cannot do 

by law (Armour, 2002). 

 

Why Is Human Resource Management Important To All Managers in 

Nigerian Organizations 

According to Okere (2013), human resource management is important to 

managers in Nigerian organizations because they don’t want to make 

mistake in the following: 
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1. Hire the wrong person for the job; 

2. Experience high turnover; 

3. Have their people not doing their best; 

4. Waste time with useless interviews; 

5. Have their organizations taken to court because of their 

discriminatory actions;  

6. Have their organizations cite under federal, state, and local 

governments laws for unsafe practices; 

7. Have some employees think their salaries are unfair relative to 

others in the organization; 

8. Allow a lack of training to undermine their department’s 

effectiveness; 

9. Commit any unfair labour practices. 

 

Carefully studying these, will help managers in Nigerian organizations 

avoid mistakes. And, more important, it can help ensure that managers get 

results through people. A manager can do everything else right as a 

manager, for instance, show brilliant plans, draw clear organization charts, 

set up world-class assembly lines, and use sophisticated  accounting 

controls, but still fail, by hiring the wrong people or by not motivating 

subordinates. On the other hand, many managers, president, generals, 

governors, supervisors have been successful even with inadequate plans, 

organizations, or controls. They were successful because they had the knack 

of hiring the right people for the right jobs and motivating, appraising and 

developing them. You should understand that getting results is the bottom 

line of managing, and that, as a manager you will have to get those results 

through people. 

 

Functions of Human Resource Management In Organizations 

Okere (2013) has classified Human Resource Management (HRM) functions 

into two categories, Viz; (1) Managerial functions, and (2) Operative 

functions. 
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Managerial Functions 

Managerial functions of human resource management involve planning, 

organizing, directing, and controlling. All these functions influence the 

operative functions. 

 

Operative Functions  

The operative functions of human resource management are related to 

specific activities of personnel management, viz; employment, 

development, compensation and both human and industrial relations. All 

these functions interacts with managerial functions. Further, these 

functions are to be performed in conjunction with management functions 

viz; finance, marketing, materials, technology, information, production, 

accounting, research and development, personnel etc. 

 

Objectives of Human Resource Management in Organizations 

Objectives says Okere (2011), are predetermined goals to which individual 

or group activity in an organization is directed. Objectives of human 

resource management, as posited by Dina (2008) are influenced by social 

objectives,  organizational objectives, functional objectives, and individual 

objectives. Institutions are instituted to attain certain specific objectives. The 

objectives of the economic institutions are mostly to earn profits. However, 

the fundamental objective of any organization is survival. Organizations 

are not just satisfied with this goal. Further, the goal of most organizations 

in Nigeria is growth and/or profits.  

 

Specifically, Rebecca (2008), demonstrated that the objectives of human 

resource management are as follows: 

1. To create and utilize an able and motivated workforce to accomplish 

the basic organizational goals. 

2. To establish and maintain sound organizational structure and 

desirable working relationships among all the members of the 

organization. 
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3.  To secure the integration of individual and groups within the 

organization by coordination of the individual and group goals with 

those of the organization. 

4. To attain an effective utilization of human resources in the 

achievement of organizational goals. 

5. To identify and satisfy individual and group needs by providing 

adequate and equitable wages, incentives, employee benefits and 

social security, and measures for  challenging work, prestige, 

recognition, security, status, etc. 

 

Nature of Human Resources 

People in Nigerian organizations manifest themselves, not only through 

individual sections but also through group interactions. When individuals 

come to their workplace, they come with not only technical skills, 

knowledge etc; but also with their personal feelings, motives, attitudes, 

talent-job fit, values etc. Therefore, employee – management in an 

organization does mean management of not only technical skills, but also 

other factors of the human resources. 

 

Scope of Human Resource Management in Organizations 

The scope of human resource management in the modern days is vast. In 

fact, the scope of human resource management was limited to employment 

and maintenance of and payment of wages and salary (Rao, 2016). The 

scope gradually enlarged to providing welfare facilities, motivation, 

performance appraisal, human resource management, maintenance of 

human relations, strategic human resource management industrial 

relations, participative management and the like. The scope has been 

continuously enlarging.  

 

Role of Human Resource Management in Organizations 

According to Rao (2016), human resource management plays the most 

crucial role in the management of an organization. Human resources play 
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crucial role in the conversion process of inputs into outputs. Product 

design, quality maintenance, rendering services etc depend upon the 

efficiency of human resources. Similarly, human resources plays critical 

role in marketing the products and services. Human resources also play 

significant role in managing finances and managing information systems. 

 

Human Resource Management Policies, Procedures and Programmes 

After the establishment of objectives of human resource management, 

human resource policies are to be formulated. Policies are general 

statements that guide thinking and action in decision making. Kathryn 

(2008), says a policy is a plan of action. She defined HRM policies as “a set 

of proposals and actions that act as a reference point for managers in the 

dealings with employees”. Human resource policies constitute guides to 

action. They furnish the general standards or bases on which decisions are 

reached. Their genesis lies in an organization’s values, philosophy, 

concepts and principles. Human resource policies guide the course of action 

intended to accomplish personnel objectives. 

 

Policies are general instructions whereas procedures are specific 

applications. A procedure is a well thought-out course of action (Ann, 

2006). It prescribes the specific manner in which a piece of work is to be 

done. Procedures are called “action guidelines”.  They are generally 

derived from policies. Where policies, define a broad field, procedures 

show a sequence of activities within that area. The emphasis is on 

chronological, step-by-step sequence of required actions.  Further, human 

resource rules and programmes help in translating procedures into 

concrete action (Dina, 2008). Human resource rule spells out specific 

required action or non-action allowing no discretion. Joe (2006) observed 

that human resource programmes are complex sets of goals, policies, 

procedures, rules, steps to be taken, resources to be employed and other 

elements necessary to carry out a given course of action. It can be said that 

rules and programmes are aids to policy. 
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Designing Organizational Structure 

Nigerian organizations are economic and social entities in which a number 

of persons perform multifarious tasks in order to attain common goals 

(Okere, 2013). Organizations are effective instruments in that they help 

individuals accomplish personal objectives that they (persons) cannot 

achieve alone. According to Kerry (2008), organizations are usually formed 

to satisfy objectives that can best be met collectively. Organization is only a 

means to an end. It takes certain inputs from the environment and converts 

them into specified outputs desired by the society. Organization design 

deals with structural aspects of organizations. It aims at analyzing roles and 

relationships so that collective effort can be explicitly organized to achieve 

the specific ends. 

 

Steps in Designing Organizational Structure 

The first-step in organization design is analysis of present and future 

circumstances and environmental factors. The next stage deals with 

detailed planning and implementation. Organization analysis is the basis 

for organization design and is the process of defining aims, objectives, 

activities and structure of an enterprise (Mitchell and Richard, 2006). Okere 

(2013) reported that organization analysis includes an analysis of the 

following aspects: 

 

1. External environment – economic, political, legal etc. 

2. Overall aims and purpose of the enterprise – survival, growth, profit 

maximization, wealth maximization, etc. 

3. Objectives – specific aims or targets to be achieved. 

4. Activities – assessment of work being done and what needs to be 

done if the company is to achieve its objectives. 

5. Decisions to be taken across horizontal and vertical dimensions. 

6. Relationships – from the viewpoint of communications. 

7. Organization structure – includes grouping of activities, span of 

management, management levels etc. 
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8. Job structure – job design, job analysis, job description, job 

specification etc. 

9. Organization climate – working atmosphere of the enterprise. It 

includes teamwork and cooperation, commitment, communication, 

creativity, conflict resolution, participation, confidence and trust. 

10. Management style – includes laissez-faire, democratic, benevolent, 

autocratic. 

11.  Human resources – include availability of human resources marked 

by skill, knowledge, commitment, aptitude etc. 

 

Line and Staff Relationships and Human Resource Management  

All managers in Nigerian organizations are, in a sense, human resource 

managers, because they all get involved in activities like recruiting, 

interviewing, selecting, and training. Yet most firms also have human 

resource departments with their own top managers. Formal relations exist 

between line and staff in human resource management as explained by 

Okere (2011). 

 

1. Human Resource is a Line Responsibility: It is widely felt that 

human resource management is a line manager’s responsibility but 

a staff function. The responsibility of line managers is to attain 

effective goals of their respective departments by the proper 

management of materials, machine, money and men. Thus, 

management of four Ms which includes management of human 

resources in their respective departments is the responsibility of the 

line manager. Since management is getting things done through and 

by the people, responsibility of the management of these people rests 

with line managers. Attaining overall organizational goals is the 

responsibility of the general manager through proper management 

of human resource and with the help of different heads of the 

departments. In turn, management of human resource in different 

departments is the responsibility of heads concerned. In the same 
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way, first level superiors are also responsible for managing the men 

of their respective sections in achieving their goals (Fay, 2008). Thus, 

human resource management is a responsibility of all line managers. 

It is in this sense, that every manager is a human resource manager. 

 

2. Line Needs Assistance in Managing Men: In most of the 

organizations, Board of Directors delegate operative/technical 

responsibilities to managing directors and through them to the 

general managers. Different functional managers are delegated with 

the technical responsibility by the general manager. Since all these 

line managers have to concentrate on discharging 

technical/operative responsibility, they may not find time to 

discharge their responsibilities managing human resources. For 

example, the production manager has to concentrate on production 

activities and thus he may not find time to find the various functions 

of human resource management relating to employees of his or her 

own department. In such a situation, the line managers require help 

or advice relating to human resource management of their respective 

departments. 

 

3. Human Resource Management is a Staff Function: Robert (2007) 

posits that since the top management believes that organizational 

ability depends on the sound management of human resources. It 

provides specialized assistance to line managers through human 

resource manager. Thus, human resource managers are created for 

the purpose of providing assistance, advice, information etc; to line 

managers in order to relieve them from burden of management of 

human resource and to allow them to concentrate on their technical 

operations. Human resource managers perform the various 

functions of human resource management, viz; employment, 

training, development, wage and salary administration, motivation, 

grievance redressal, worker’s participation in management,  
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collective bargaining etc. Thus, human resource managers perform 

certain staff functions relating to management of human resources 

like advising, assisting, guiding, suggesting, counselling and 

providing information to line managers. So human resource 

management is a staff function. However,, according to Drucker 

(1998), responsibility for the management of personnel still rests 

with line managers. Thus, human resource management is a line 

management responsibility but a staff function. 

 

Dave (2007), opined that human resource department has staff 

relationship with other departments/managers in the total 

organization. The human resource department is responsible for 

advising management from the Managing Director to the lowest 

Line supervisor in all areas relating to human resource management 

and industrial relations. Human resource department also performs 

various functions of employment, training and development. It 

represents the management in many of the relationships that affect 

the organization as a whole. It is also responsible for representing 

various workers’ problems to the management. Human resource 

department generally acts in an advisory capacity; it provides 

information, offers suggestions and is not responsible for the end 

results. The human resource managers must exercise control very 

tactfully in order to win the confidence and cooperation of all line 

managers. They have to persuade line managers to work with staff 

specialists and not against them. The authority of the human 

resource manager should be derived from concrete human resource 

policies and programmes and from the advantages and result of 

accepted specialized knowledge (Okere, 2013). Ann (2006) argued 

that in certain situations, when line managers lack skill or 

knowledge in dealing with employee problems, experienced human 

resource managers assume line responsibility for human resource 

matters. But it may be resented by the very managers who ought to 
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seek staff assistance in meeting their human resource responsibilities 

(Digh, 1998). They should earn the reputation and confidence of line 

managers of being a source of help rather than a source of threat to 

line managers. Staff assistance is likely to be effective when it is 

wanted rather than imposed. Also, Batt (2002) advised that human 

resource manager should work as an enabler and change agent 

regarding human resource areas and he should be familiar with 

different disciplines like management, technology, sociology, 

psychology and organizational behaviour as organizational 

adaptability, viability, and development are dependent on human 

resource development. So, the human resource manager should 

work as a consultant of an organization development by providing 

necessary information and infrastructure to the line managers. Thus, 

the role of human resource managers is more concerned with 

providing information and offering advise to the decision-makers 

rather than making decisions. Nevertheless, Rao (2016), said that it 

is still true that effective human resource executives advise on 

policies, help managers in implementing their programmes and 

provide services, exercise monitoring and control functions 

sparingly. 

 

Qualifications and Qualities of Human Resource Manager 

Okere (2013), argued that the functions of human resource management 

vary from organization to organization both in nature and degree. So, the 

qualifications required of a human resource manager differ from 

organization to organization depending on its nature, size, location etc. The 

human resource manager, as in case of any other manager, must have 

initiative, resourcefulness, depth of perception, maturity in judgement and 

analytical ability (Susan, 2003). Freedom from bias would enable the human 

resource manager to take an objective view both, of the management and 

workers. They must thus, have intellectual integrity, Moreover, the human 

resource manager should be thorough with labour laws. An understanding 
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of human behaviour is essential to the human resource manager. He must 

be familiar with human needs, wants, hopes and desires, values, aspirations 

etc without which adequate motivation is impossible. The human resource 

manager should also posses other personal attributes like: intelligence, 

educational skills, discriminating skills, executing skills, experience and 

training, professional attitudes, requisite qualifications etc. 

 

Careers in Human Resource Management 

Candidates, after completing Human Resource Management courses and 

related courses successfully, can pursue a variety of careers in Human 

Resource Management area. Employees already working in various 

organizations in Nigeria at clerical level can also acquire qualifications in 

Human Resource Management in addition to fresh candidates (Okere, 

2013). These candidates are elevated to supervisory/officers’ level. The fresh 

candidates, if selected are placed in the junior management level in Human 

Resource department and the fresh candidates from premier institutions 

are placed in the middle level in Human Resource department. The Human 

Resource executives in the middle level are promoted to the senior level in 

the Human Resource department and then to the General Management 

level in the organization. 

 

Current Issues in Human Resource Management 

Current issues facing today’s managers in organizations include managing 

downsizing, workforce diversity, sexual harassment, and work-life balance 

(Tejade, 2002). 

 

Managing Downsizing 

Downsizing is the planned elimination of jobs in an organization. When an 

organization has too many employees, which can when it needs to cut costs, 

is faced with declining market share, or has grown too aggressively, one 

option for shoring up profits is by eliminating some of those excess 

workers. 
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Managing Workforce Diversity  

Diversity in the population, the workforce, and the marketplace is a fact of 

life no manager in Nigerian organization can afford to ignore today. All 

managers daily face the challenge of managing employee diversity. The 

management of employee diversity entails recruiting, training, and fully 

utilizing workers who reflect the broad spectrum of society in all areas such 

as gender, race, age, disability, ethnicity, religion, sexual orientation, and 

economic level.   

 

Thus, workforce diversity means an inclusive workforce made up of people 

with different human qualities or who belong to various cultural groups. 

From the perspective of individuals, diversity means including people 

different from themselves along dimensions of such as age, ethnicity, 

gender, race, or tribe. It is important to remember that diversity includes 

everyone, not just minority. Dimensions of diversity are of two types, viz; 

primary and secondary. Marilyn (1996) observed that primary dimensions 

of diversity, which include inborn influence or differences that have an 

impact through-out one’s life. Primary dimensions are core elements 

through which people shape their self-image and world view. These 

dimensions include age, race, ethnicity, gender, mental or physical abilities, 

and sexual orientation.  Secondary dimensions can be acquired or changed 

through one’s lifetime. These dimensions tend to have less impact than 

those of the core but nevertheless affect a person’s self-definition and world 

view and have an impact on how the person is viewed by others.  Frances 

and Luis (1996) posits that secondary dimensions such as work style, 

communication style, and educational or skill level are particularly relevant 

in the organizational setting. Likewise, an employee living in a public 

housing project will certainly be perceived differently from one who lives 

in an affluent part of town. Married people may be perceived somewhat 

differently and have different attitudes from people who are single. A 

person’s military experience, religion, native language, socio-economic 

status, and educational and work background add dimensions to the way 



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

Why Human Resource Management Is Important In Nigerian Work Organizations  616 

they define themselves and are defined by others. The challenge for today’s 

managers in Nigerian organizations is to recognize that each person can 

bring value and strengths to the workplace on his or her own unique 

combination of diversity characteristics. 

 

Sexual Harassment  

Sexual harassment is defined as any unwanted activity of a sexual nature 

that affects an individual’s employment. It can occur between members of 

the opposite sex or of the same sex. Although such activity is generally 

covered under employment discrimination laws, in recent years this 

problem has gained more recognition. By most accounts, prior to the mid-

1980s this problem was generally viewed as an isolated incident, with the 

individual at fault being solely responsible, if at all, for his or her actions 

(Hardman and Heidelberg, 1996). 

 

Many problems associated with sexual harassment involve determining 

exactly what constitutes this illegal behaviour. Thus, sexual harassment 

generally refers to harassment on the basis of sex when such conduct has 

the purpose or effect of substantially interfering with a person’s work 

performance or creating an intimidating, hostile, or offensive work 

environment. The EEOC considers sexual harassment as “unwelcome 

sexual advances, requests for sexual favours, and other verbal or physical 

conduct of a sexual nature when submission to or rejection of this conduct 

explicitly or implicitly affects an individual’s employment, unreasonably 

interferes with an individual’s work performance, or creates an 

intimidating, hostile or offensive work environment (Fisher, 1998). For 

many organizations, it is the offensive or hostile environment issue that is 

problematic. Managers in Nigerian organizations must be aware of what 

constitutes such an environment. Another thing that managers in Nigerian 

organizations must understand is that the victim does not necessarily have 

to be the person harassed, but could be anyone affected by the offensive 

conduct (Karr, 1999). The key is being attuned to what makes fellow 
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employees uncomfortable, and if we do not know, we should ask (Fisher, 

1998). What can an organization in Nigeria should do to protect itself 

against sexual harassment claims? The courts in Nigeria want to know two 

things from Nigerian organizations. Did the organizations know about, or 

should they have known about, the alleged behaviour? and what did 

management do to stop it? With the number and naira amounts of the 

awards  against organizations increasing, there is a greater need for 

management to educate all employees on sexual harassment matters and 

have mechanisms available to monitor employees. 

 

Work-Life Balance    

Today’s progressive workplace is being modified to accommodate the 

varied needs of a diverse workforce. This includes providing a wide range 

of scheduling options and benefits that allow employees more flexibility at 

work and which allow them to better balance or integrate their work and 

personal lives. Despite these organizational efforts, work-life programmes 

have room for improvement. Workplace surveys still show high level of 

employee stress stemming from work-life conflicts. And large groups of 

women and minority workers remain unemployed or underemployed 

because of family responsibilities and bias in the workplace (Hansen, 2002). 

Research on work-life conflicts has provided new insights. For instance, 

evidence indicates that time pressures are not the primary problem 

underlying the conflicts (Friedman and Greenhaus, 2000). It is the 

psychological intrusion of work into the family domain and vice versa. 

People are worrying about personal problems at work and thinking about 

work problems at home. This, Nigerian organizations should recognize that 

employees do not leave their families and personal lives behind when they 

walk into work. An organization hires a person who has a personal life 

outside the office, personal problems, and family commitments. Although 

managers cannot be sympathetic with every detail of an employee’s family 

life, we are seeing organizations more attuned to the fact that employees 

have sick children, elderly parents who need special care, and other family 
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issues that may require special arrangements. In response, most major 

organizations have taken actions to make their workplace more family-

friendly by offering family-friendly benefits, which include a wide range of 

work and family programmes to help employees (Oglesby, 2001). They 

introduced programmes such as on-site childcare, summer day camps, 

flexi-time, job sharing, leaves for school functions, telecommuting, and a 

part-time employment. Work-life conflicts are as relevant to male workers 

with children and women without children as they are for female 

employees with children. Heavy workloads and increased travel demands, 

for instance, are making it increasingly hard for many employees to meet 

both work and personal responsibilities.     

  

New Human Resource Managers   

Today, we have seen that Nigerian companies are competing in a very 

challenging new environment. Globalization, competition, technology, 

workforce trends, and economic upheaval confront employers with new 

challenges.  In that context, they expect and demand that their human 

resource managers exhibit the competencies required to help the company 

address these new challenges proactively. In practice, this boils down to 

three things for human resource managers. (1) They focus more on big 

picture issues; (2) They find new ways to provide transactional; and (3) 

They have new proficiencies (Richard, 2007). 

 

Strategic Human Resource Management 

Strategic human resource management means formulating and executing 

human resource policies, and practices that produce the employee 

competencies and behaviours that company needs to achieve its strategic 

aims. 

 

High Performance Work Systems 

The multitude of competitive and economic challenges also means that 

employers must focus like a laser on productivity and performance 
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improvement. For example, Mitchell and Richard (2006) study focused on 

personnel testing’s effectiveness and conclude that screening applicants 

with personnel testing can produce employees who perform better. 

Similarly, well-trained employees perform better than untrained ones, and 

safe workplaces produce fewer lost-time accidents and accident costs than 

do unsafe ones. Thus, a high-performance work system is a set of human 

resource management policies and practices that together produce superior 

employee performance. 

 

Evidence –Based Human Resource Management    

Saying you have a “high-performance” organization assumes that you can 

actually measure how you are doing (Edward, 2007). In today’s challenging 

environment, employers naturally expect that their human resource 

management teams be able to do this. Providing evidence such as this, is 

the heart of evidence-based human resource management. This is the use 

of data, facts, analytics, scientific rigor, critical evaluation, and critically 

evaluated research and case studies to support human resource 

management proposals, decisions, practices, and conclusions. Put simply, 

evidenced-based human management is the deliberate use of the best-

available evidence in making decisions about the human resource 

management practices you are focusing on (David, 1996). The evidence may 

come from actual measurements you make such as how did the trainees 

like this programme? It may come from existing data such as what 

happened to company profits after we installed this training programme? 

Or, it may come from published critically evaluated research studies such 

as what does the research literature conclude about the best way to ensure 

that trainees remember what they learn? 

 

Managing Ethics 

Ethics means the standards someone uses to decide what his or her conduct 

should be. The chronic nature of ethical scandals should give all managers 

in Nigerian organizations pause. The one sure way to do everything right 
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as a manager and still go down in flames is to let one’s ethics lapse. That 

certainly applies to human resource management. Kevin (2001) and Ann 

(2006) explained that size of the ten most serious workplace ethical issues 

include workplace safety, security of employee, safety records, employee 

theft, affirmative action, comparable work, and employee privacy rights 

were human resource management related. Prosecutors filed criminal 

charges against several Iowa meatpacking plant human resource managers, 

who allegedly violated employment law by hiring children younger than 

16 years (Workforce Management, 2008). Every line manager or human 

resource manager in Nigerian organizations need to keep in mind the 

ethical implications of his or her employee related issues. 

 

Human Resource Certification 

It should not be surprising that as the human resource managers’ job 

becomes more demanding, human resource management is becoming more 

professionalized. Many human resource professionals have already passed 

one or more professional bodies certification examinations. The test of 

professional’s knowledge of all aspects of human resource management 

include ethics, management practices, staffing, development, 

compensation, labour relations, and health and safety. Those who 

successfully complete all requirements earn the certificate. 

 

Conclusion 

Human Resource Management (HRM) involves all management decisions 

and practices that directly affect or influence the people, or human 

resources, who work in the organization. In recent years, increased 

attention has been devoted to how organizations manage human resources. 

This increased attention comes from the realization that an organization’s 

employees enable an organization to achieve its goals and the management 

of these human resources is critical to an organization’s success. The 

number of activities involved in human resource management is potentially 

large, depending on the size of the organization and its needs. All managers 
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in Nigerian organizations should understand the importance of human 

resource management. Doing so helps managers avoid problems like hiring 

the wrong person for the job. And more important, it can help ensure that 

managers get results through people. Line managers’ human resource 

duties include placing the right person on the job, and orienting and 

training new employees.  The human resource manager’s duties include 

supervising his or her own employees, coordinating the organizations 

overall personnel policies, and assisting and advising line managers in the 

areas of human resource management. Thus, human resource management 

is fundamental to all management activities in Nigerian organizations. 

 

Recommendations 

Based on the literature reviewed and conclusions of the study, the following 

points are recommended to improve the importance of human resource 

management in Nigerian work organizations. 

1. Managers in Nigerian work organizations should strive to achieve 

competitive success through people which requires a fundamental 

change in how they think about their employees and how they view 

the work relationship. 

2. Human resource managers should be concerned with meeting 

distinct sets of organizational objectives: staffing, performance, 

change management, and administration. 

3. Human resource management activities should be carried out in 

various ways through various forms of organizational structure. 

4. Human resource managers should plan and carry out policies 

relating to all phases of human resource activities such as 

recruitment, selection, training and development, compensations, 

performance appraisal, etc. 

5. Human resource managers should plan and conduct new employees 

orientation to foster positive attitude toward company goals, keep 

record of insurance coverage, pension plan, and personnel 

transactions such as hire, promotions, transfers, and terminations. 



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

Why Human Resource Management Is Important In Nigerian Work Organizations  622 

6. Human resource managers should investigate accidents and prepare 

reports for insurance carrier. 

7. Human resource managers should conduct wage survey in the 

labour market to determine competitive wage rate, prepares budget 

of human resources operations, meets with shop stewards and 

supervisors to resolve grievances, write separation notice for 

employees separating with cause, conduct exist interviews to 

determine reasons behind voluntary separations, prepare reports 

and recommend procedures to reduce absenteeism and turnover, 

represent company at human resource related hearings and 

investigations, contracts with outside suppliers to provide employee 

services such as canteen, transportation, relocation service, keep 

records of  hired employee characteristics for governmental 

reporting purposes, negotiate collective-bargaining agreements with 

business representative, labour union etc. 

8. Human resource managers should collect, analysis, and prepare 

occupational information to facilitate personnel administration, and 

management functions of organization. 

9. Human resource managers should also develop and conduct 

training programmes for employees of industrial, commercial, 

service or government establishment.   

10. Human resource managers should help line managers comply with 

equal employment and occupational safety laws. 

11. Human resource managers should carry out an innovator role, by 

providing up-to-date information on current trends and new 

methods for better utilization of the organization’s employees. 

12. Human resource managers should also play an employee advocacy 

role, by representing the interests of employees within the 

framework of its primary obligation to senior management. 

13. Because both managers and human resource managers have human 

resource management duties, it is reasonable that the line and staff 

relationship be generally cooperative. 
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14. There should be separate human resource department in Nigerian 

organizations. 

15. Employees should be encouraged in their career paths in Nigerian 

organizations. 

16. Nigerian organizations should estimate their present and future 

requirements and supply of human resources based on objectives 

and long range plans of the organization. 

17. Identification of training needs and areas in which management 

development is needed should be taken serious in Nigerian 

organizations. 

18. Assign selected candidates with the most suitable job in terms of job 

requirements. 

19. Acquaint new employees with the company philosophy, objectives, 

policies, career planning and development, opportunities, product, 

market share, social and community standing, company history, 

culture etc. 

20. Nigerian organizations should formulate, administer, and review 

the schemes of financial incentives in addition to regular payment of 

wages and salary. 

21. Management should provide fringe benefits to motive the 

employees and to meet their lifes’ contingencies. 

22. Management should provide social security measures to their 

employees in addition to the fringe benefits. 

23. There should be statutory payment of bonus according to the 

payment of Bonus Act and its latest amendments. 

24. Maternity benefits to women employees in Nigerian organizations 

should be given special consideration. 

25.   Specially, human relations should be promoted for interaction 

among employees and create a sense of relationship between the 

individual workers and management, among workers and trade 

unions and the management.  
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26.  Human resource managers has to see that the economic satisfaction 

for a reasonable livelihood, the social satisfaction of working 

together as members of a group and individual job satisfaction of a 

worker are attained.  

27. Nigerians organizations should understand the problems associated 

with sexual harassment involved to determine exactly what 

constitutes illegal behaviour. 

28. Nigerian organizations should modify and accommodate the varied 

needs of a diverse workforce. This should include providing a wide 

range of scheduling options and benefits that allow employees more 

flexibility at work and which allow them to better balance or 

integrate their work and personal lives. 
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