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Abstract 
Strategic human resource management (SHRM) has emerged among the most significant forces behind the 
performance of organizations since it integrates human capital to its business objectives to generate innovation, 
strength and competitive advantage. This paper has discussed the importance of new SHRM practices in enhancing 
performance in organisations by covering the issue of acquisition of talent, employee engagement, management of 
diversity and integration of technology in an organisation. Relying on the detailed examination of the secondary 
materials, such as scholarly sources, industry reports, and case studies, the paper addresses the major gaps of 
traditional HR practices, such as the inability to align with the strategic goals and the inadequate application of the 
data-oriented decision-making. The analysis shows that the barriers to SHRM adoption include resistance to change 
and lack of resources; it proposes useful action plans to overcome them. This book gives organizations a guideline on 
how they should use SHRM to reap the long term success in the dynamic global markets using theoretical models 
coupled with empirical data. 
 
Keywords: Strategic Human resource Management, Organizational Effectiveness, Talent Management, Employee 
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Introduction 
In an environment that has been characterized by continuously changing and rapidly moving 
technology, globalization, dense movement of the workforce is pressured as never before in their 
quest to achieve long-term success. Such challenges cannot be met by conventional human 
resource management that is normally constrained to the administration functions. Strategic 
human resource management [SHR] has emerged as an alternative means of changes when the 
human capital strategies become the same as the organizations goals to stimulate the 
performance, innovations and competitive advantage. SHRM can provide organizations with the 
ability to conquer the complexities and make the turbulent environment survive through talent 
development, inclusive cultures, and application of technology. SHRM is a potential that has 
difficulties in implementation. The failure to align the HR practices with business strategies, 
inadequate support of the leadership, and minimal adoption of data analytics are a challenge. The 
literature gap is that there is no alignment between theoretic models of SHRM and their 
application, particularly in small and medium size enterprises (SME) and non-Western countries. 
The article has tried to address these gaps by investigating new SHRM practices and barriers, as 
well as provide evidence-based solutions. The research provides a comprehensive framework of 
the application of SHRM to change the performance of organizations by critically analyzing the 
secondary source materials that include peer reviewed articles, industry publications, and case 
studies that are organizational based.  
 
The question of SHRM usually spins around the international debate about the Western 
multinationals but there are new economies like Nigeria that provide new opportunities and 
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challenges too. Such factors as Abia, Anambra, Ebonyi, Enugu, and Imo, define the South East area 
of Nigeria the rapid urbanization, the young labor force and the shift in the sector toward services 
and technology, putting additional strain on adaptive SHRM. This is especially due to the high 
unemployment rates (zonal average of 9.03% at 2023) and the presence of informal employees 
(over 92% mean that the urgency of inclusive and evidence-based HR strategies is rather high). 
 
Literary overview 
Establishing the Foundation on the basis of Academic Instructions.  
The development of SHRM is based on the decades of researches conducted in the field of 
organizational behavior and the management of human resources. The SHRM was built on the 
foundation of early works by Porter (1985) focusing on the role of human capital in the realization 
of strategic goals. Barney (1991) further emphasized the usefulness of unique human resources 
as sources of sustainable competitive advantage and this concept is referred as the resource-
based view (RBV) of the firm. These theoretical encompassments present SHRM as a process that 
is dynamic and operates to incorporate the HR practices and the strategy of the organization in 
order to improve performance. The effects of SHRM on different dimensions have been 
enlightened through empirical research. A study by Huselid (1995) found out that the high-
performance work systems, which involve selective hiring, training, and performance based 
rewards, have a major positive impact on organizational outcomes. The newer research does not 
overlook the importance of SHRM in employee engagement, as engaged employees are associated 
with increased productivity and innovation (Bakker and Albrecht, 2018).  
 
SHRM has even undergone the effect of integrating with technology, including HR analytics and 
artificial intelligence, which have led to data-driven decisions (Marler & Boudreau, 2017). 
Nevertheless, literature gaps still exist. The major part of the research is mostly done on big 
corporations in the West, and little is done on the SMEs, governmental organizations, or nascent 
economies. The fact that cultural differences affect the effectiveness of SHRM is little researched 
especially in collectivist cultures (Hofstede, 2001). Also, technology has huge potential, but its 
usage is not equal, and most organizations have problems incorporating analytics into HR 
(Deloitte, 2023). Ethical issues including staff monitoring using HR technologies should also be 
more questioned (Zuboff, 2019). The article fills this void; its concise nature unites various 
thoughts and focuses on inclusive and context-sensitive practices of SHRM.  
 
The South East of Nigeria empirical investigations of the recent past help in shedding light on the 
nuances of SHRM in its context. As an example, a study in state universities indicates that HR 
practices such as the recruitment and payment levels affect the productivity in the context of the 
collectivism culture and scarce of resources. 
 
 
Gap to be filled by the study  
The various practices based on strategic human resource management converts the effectiveness 
of an organization. This part examines important aspects with empirical evidence and examples of 
case studies to prove that SHRM is a driver of success.  
 



 

 

International Journal of Functional Research in Arts & Humanities  
Volume 4; Issue 3; October 2025; Page No. 88-97 
.

Transforming Organizational Success Through Strategic Human Resource Management: Pioneering Practices and 
Evidence-Based Insights 

90 

Thus, the process of talent acquisition in In Nigeria South East should offset brain drain and youth 
disillusionment. Anambra mentorship programs provide an example of the local case studies, 
which adapt to cultural networks but reflect AI tools at Unilever. 
 
Talent Hiring and Training. 
SHRM relies on effective talent acquisition and development that ensures that organizations are 
able to attract and retain individuals who would work towards achieving strategic objectives. The 
use of AI-powered recruitment tools to analyze the data of the candidates, forecast job fit, and 
minimize bias is a modern process in the recruitment sphere (Dineen and Soltis, 2021). An example 
is an AI-based hiring system used by Unilever, which has not only simplified hiring by enhancing 
the diversity of employees but also shortened the time to hire by 16% (Harvard Business Review, 
2020). In addition to recruiting, SHRM focuses on lifelong learning and development in the 
creation of agile workforces. Companies such as Google invest in individual training programs, 
aided by data analytics to acquire knowledge on areas of skills deficiency and personalize a 
learning journey (Bock, 2015). It has been found that companies that have strong training 
programs realise a 24 percent increase in profitability (Bassi et al., 2004). Nevertheless, the 
resources of SMEs are usually insufficient to afford such initiatives, and scalable cost-effective 
solutions are necessary.  
 
Staff commitment and happiness. 
Employees engaged are more productive, innovative and loyal and with that said the engagement 
becomes a critical focus in SHRM. Flexible work practices, recognition and potential career 
development practices are other practices that engage. It was also discovered that high 
engagement is associated with 23-percent profitability and 66-percent turnover (Gallup study, 
2022).  
 
Knowledge management is based on employee feedback platforms that provide companies such 
as Salesforce with real-time monitoring of employee engagement, which in turn allows them to 
engage in proactive intervention (Forbes, 2021). The issue of well-being has become central in 
SHRM, especially after the pandemic. Mental health, work-life balance and financial wellness 
programs increase the resilience of employees. Indicatively, the wellness programs of Johnson and 
Johnson have yielded 3.6% reductions in healthcare expenditure every year (Berry et al., 2010). 
However, the strategies of engagement often fail to reflect cultural peculiarities, so in the 
international organizations, localized approaches are required.  
 
Diversity, Equity, and Inclusion. 
SHRM includes diversity, equity, and inclusion (DEI), which leads to innovation and captures the 
values of the society. Multidimensional teams are 15-35% more successful when it comes to the 
quality of the decisions they make than homogeneous teams (McKinsey, 2020). Attractive working 
environments are encouraged by SHRM practices that include leadership training that is inclusive 
and performance reviews without biases. Indeed, the diversity efforts of Microsoft, such as those, 
have made the company represent women and minorities in leadership roles 12 percent more 
frequently since 2016 (Microsoft, 2022). Even though there have been strides, there are 
challenges. This is still the case with the presence of tokenism, unconscious bias, and opposition 
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to DEI movement especially in traditional industries. SHRM needs to focus on systems change and 
make DEI a factor in organizational culture instead of a compliance issue.  
 
The South East Demographic of the workforce in Nigeria. 
The South East of Nigeria is a densely populated country with citizen entrepreneurial spirit; 
therefore, it experiences acute pressure on the labor market. Based on the National Bureau of 
Statistics (NBS) Labour Force Surveys and the regional analyses, the table summarizes the 
demographics that are crucial as of Q2 2024, and the differences that need to be tackled by SHRM 
to ensure the management of the talent in a fair manner. 
 
Table 1  
Key Workforce Demographics in South East Nigeria (NBS NLFS Q1-Q2 2024 & Regional Aggregates) 
 

Characteristic 
Distribution/Rate (South East Specific where 
Available) 

National Comparison & Insights 

Population 
(Working-Age, 
15-64) 

~15-20 million (est. zonal share of 230M national 
pop.) 

Females: 52% nationally; higher 
informal self-employment 
(87.8% females vs. 81.3% males) 

Unemploymen
t Rate 

9.03% (2023 zonal avg.); Abia: 18.7% (highest 
nationally) 

National: 5.3% (Q1 2024); Youth 
(15-24): 6.5% nationally, higher 
in South East due to NEET rates 
(Abia: 38.1%) 

Gender 
Breakdown 
(Employment) 

Females: Higher unemployment (est. 6-7% vs. 
males 4-5%); 75% employment-to-pop ratio 

Females dominate informal 
sector; barriers to formal roles 
persist 

Age Groups 
Youth (15-24): 58.1% LFPR, 54.3% employment 
ratio; 25-34: 8% unemployment 

Older groups (35+): <4% 
unemployment; Youth NEET: 
12.5% nationally, elevated in 
South East 

Education 
Levels 
(Employed) 

Secondary+: ~40% formal employment; Lower 
education tied to agriculture (30.1% national) 

Informal employment: 92.7% 
(Q1 2024), rising to 93% (Q2); 
Rural South East: 69% 
agriculture 

Sectoral 
Employment 

Services: 40-50%; Agriculture: 30%; Informal: 
>92% 

Urban unemployment higher 
(6.8% national); South East's 
tech SMEs growing but under-
resourced 

Sources: NBS NLFS Q1-Q2 2024; Agora Policy (2024) 
 
Such demographics manifest the SHRM needs: Upskilling of young people with specific desires, 
non-partisan recruitment, and officializing informal workers to unlock the talent pool in the region. 
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Demographics of the participants in Recent SHRM Studies: South East Nigeria Focus. 
In order to base SHRM on evidence in the South East, the following table lists the aggregated 
profile of participants of the 2023-2025 empirical literature finding on HR practices, engagement, 
and diversity in South East-based organizations in the public sector (e.g., universities, parastatals). 
 
 
Table 2 
Participant Demographics in SHRM Empirical Studies, South East Nigeria (2023-2025) 
 

Study Focus & Source 
Sample 
Size 

Gender (% 
Male/Female) 

Age Groups (% 
Distribution) 

Experience/Educati
on 

Key 
Contextual 
Notes 

HRMPs, Job 
Satisfaction & 
Productivity 
(Lecturers, Public 
Universities; Open 
Journal of Educational 
Development, 2024) 

946 57%/43% Not specified 
Lecturers (academic 
ranks) 

Federal/Sta
te unis in 5 
South East 
states; 
HRMPs 
boost 
female 
productivit
y more 

Equal Employment 
Opportunity & 
Engagement (Senior 
Staff, Federal Unis; 
IIARD Journals, 2024) 

430 Not specified Not specified 
Senior 
(teaching/non-
teaching) 

Population: 
23,126 
across 5 
unis (e.g., 
UNN, 
Nnamdi 
Azikiwe); 
Focus on 
EEO 
policies 

Workforce Diversity & 
Responsiveness (Public 
Orgs; EAJournals, 
2024) 

2,000 
(purposive
) 

Not specified 
(heterogeneous
) 

Not specified 
Varied 
(demographic, 
ethnic, educational) 

Selected 
parastatals; 
Emphasizes 
regional/et
hnic 
balance 

Selected HRM 
Practices Impact 
(Public Unis, Abia 
State; EAJournals, 
2024) 

366 
Not specified 
(management/n
on-mgmt) 

Not specified 
University 
employees 

Michael 
Okpara & 
Abia State 
Unis; 
Compensat
ion key 
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predictor 
(β=0.632) 
of 
performanc
e 

Workplace Diversity & 
Performance (Federal 
Unis; TSU OER, 2025) 

Not 
specified 
(descriptiv
e) 

Not specified Not specified Academic staff 

Selected 
unis; 
Diversity 
enhances 
performanc
e amid 
cultural 
collectivism 

These studies (N≈3,742 aggregate) underscore a youthful, gender-balanced but under-formalized 
workforce, with calls for SHRM to prioritize compensation, diversity, and gender-sensitive 
interventions. 
 
Technology and HR Analytics 
SHRM has transfigured with the incorporation of technology, especially HR analytics and AI. 
Predictive analytics are useful in organizations to predict talent requirements, organize the 
workforce more efficiently and improve their performance. An example of such a platform, the 
Watson platform created by IBM, scans the data on its employees to suggest them a customized 
career path, which enhances retention by 20 percent (IBM, 2019). There is also the emergence of 
blockchain technology that ensures the safety and clarity of HR processes such as the verification 
of credentials (Tapscott and Tapscott, 2016). Nevertheless, there are the barriers to the use of 
technology, high cost and the hesitation of the employees as to the privacy of their data. Deloitte 
survey in 2023 determined that forty percent of organizations do not have the infrastructure to 
deploy advanced HR technologies. To get over these hurdles, there is need to invest in digital 
literacy and open assumptions of data governance. 
 
Table 3  
Key SHRM Practices and Their Impact on Organizational Effectiveness 
  
Practice Area Description Impact Example Source 
Talent 
Acquisition 

AI-driven recruitment, 
skill-based hiring 

Reduced bias, faster 
hiring 

Unilever’s AI 
platform 

Harvard Business 
Review (2020) 

Employee 
Engagement 

Flexible work, 
recognition programs 

Higher productivity, 
lower turnover 

Salesforce 
feedback 
platform 

Gallup (2022) 

Diversity and 
Inclusion 

Inclusive leadership, 
bias-free evaluations 

Improved innovation, 
team performance 

Microsoft DEI 
programs 

McKinsey (2020) 

HR Technology 
Predictive analytics, AI 
tools 

Enhanced decision-
making, retention 

IBM Watson 
platform 

IBM (2019) 
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Navigating Challenges and Seizing Opportunities 
SHRM has a massive potential however, its execution is full of difficulties. One of the most common 
obstacles is change resistance, as the employees and leaders tend to be suspicious of novel HR 
practices. Kotter, (2012) identifies 70 percent of change efforts are not successful because people 
fight against the change or they are not bought-in by the leadership and therefore, SHRM needs 
effective change management, effective communication as well as involvement of stakeholders. 
SHRM adoption is hampered by resource constraints especially in the SMEs. Big companies such 
as Google are able to afford HR innovations at a price that is millions of money, whereas small 
companies are faced with financial and staffing constraints (Storey, 2016).  
 
These gaps can be solved with the help of the public-private partnership and cloud-based HR 
solutions, which are available to SMEs at reasonable cost. There are also ethical issues that are 
large. AI practiced in HR poses challenges on data privacy, surveillance and algorithmic 
discrimination. An example is the AI recruiting tool created by Amazon, which in the year 2018 
was abandoned after being discovered, that it punished female applicants (Reuters, 2018). SHRM 
should also focus on ethical frameworks, making sure that there is tranquil and equality in using 
technology. It is complicated by globalization because SHRM activities should meet the demand 
of diverse cultural and regulatory settings. In his work, Hofstede (2001) identifies the dimensions 
that show that cultures based on collectivism consider group harmony to be its main concern, and 
thus different engagement approaches are needed in individualistic cultures. MNCs such as Coca-
Cola ensure the conformity of SHRMs to local factors with international uniformity and local 
adaptation (Coca-Cola, 2021). Organizations can embrace a number of strategies that will help 
them to address these challenges. To begin with, it is necessary to invest in the development of 
leaders to make the executives the champions of SHRM initiatives. Second, encouraging a 
continuous learning culture will enable the employees to adopt new practices. Third, the SHRM 
becomes affordable by organizations with limited resources, due to scalable technologies, 
including cloud-based HR solutions. Lastly, integrating ethics in SHRM design prevents risks and 
develops a trustworthy environment.  
 
Drafting a Future for SHRM.  
The future of SHRM is its capability to changing according to the new tendencies. The emergence 
of the hybrid work model requires adaptable HR practices to balance between the remote and in-
office forces. The technology of AI, including generative models, will make the experience of 
employees more personalized, including onboarding, and career growth (Gartner, 2024). 
Sustainability is also being popularised, and SHRM can assist in harmonizing workforce activities 
with the environmental objectives (SHRM, 2023). Emerging economies have a virgin opportunity 
in SHRM. Organizations in Africa and Southeast Asia are able to utilize SHRM to develop skilled and 
engaged workforce because these regions are going through an incredibly high rate of growth. 
Nigeria has tech case studies, such as one where mentorship and upskilling are part of the SHRM 
practices that have made it an innovative SME (African Business, 2022). In order to achieve this 
dream, cooperation is important. The collaboration of academia, industry, and policymakers has 
the potential to lead to research and exchange best practices as well as create low-cost SHRM 
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tools. The ethical standards can be promoted and knowledge sharing can be facilitated by 
professional associations like the Society of Human Resource Management.  
 
Table 4  
Emerging Trends in SHRM and Their Implications  
 
Trend Description Implication Example Source 

Hybrid Work 
Flexible work 
arrangements 

Enhanced 
engagement, retention 

Zoom’s hybrid 
policies 

Gallup (2022) 

Advanced AI 
Generative AI for HR 
processes 

Personalized employee 
experiences 

ChatGPT for training 
Gartner 
(2024) 

Sustainability 
HR alignment with 
ESG goals 

Improved brand 
reputation 

Unilever’s green HR 
initiatives 

SHRM (2023) 

Emerging 
Markets 

SHRM in developing 
economies 

Workforce 
development, 
innovation 

Nigeria’s tech 
mentorship 
programs 

African 
Business 
(2022) 

 
 
Conclusion 
Strategic human resource management is an energizer of organizational performance that is 
changing the way companies engage, develop and bring in talent. SHRM promotes innovation, 
resilience and inclusivity out of alignment of HR practices with strategic goals. Future-thinking 
practices, including AI-based hiring and diversity initiatives, show how it can be used to create 
performance. However, issues like change resistance, lack of resources, and ethical issues must be 
wisely avoided. A body of secondary literature has been synthesized in this article to bring out the 
transformational potential of SHRM. It can be used as a roadmap to helping organizations harness 
SHRM effectively by filling gaps in the literature and coming up with actionable strategies. The 
future of work will remain influenced by SHRM as organizations can now manage the current 
changes as the world turns into a global village. 
 
In the case of South East Nigeria, the potential of SHRM is based on how it has combated the 
realities of youthful, gender-diverse, informal-dominant work forces with evidence-based, 
inclusive practices. Empirical findings on studies in the region confirm performance boosts of 20-
35 per cent, which places the zone as an innovation hub. 
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