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Abstract 

Study to find an integrated model for Strategic Human Resource 
Management (SHRM) in Nigeria which can be applied with success in 
organizations’ attempt to align the management of human resources with 
strategic content of the business. Specific objectives include to 
identify/analyze existing SHRM models, determine why they cannot enjoy 
easy implementation in Nigeria and finally recommend a workable model. 
Related literature was reviewed and the following conclusions emerged: 
Nigerian organizations cannot adopt realistic models especially those that 
prescribe reward based on performance, and huge investment on acquisition 
of high quality employees. The only pathway to finding an integrated model 
is through Strategic Fit Model/Best Fit, and their interplay with culture and 
other local variables. Recommendations: culture should be recognized in 
organizations; reward should be tied to performance. Most importantly, the 
study articulated and recommended a new model - CELTESS model which 
is sensitive to culture, seniority by age, etc.  
 

Strategic Human Resource Management (SHRM) has continued to stand tall as an 
indispensable aspect of man management. The impact of the concept is increasingly being felt both in 
Human Resource Management literature and practically in organizations’ competitive efforts and 
profitability. It concerns itself with the relationship between human resource management and 
strategic management in the firm. In fact, the concept refers to the overall direction the organization 
wishes to pursue in order to achieve its goals through people. It is wisely argued that since intellectual 
capital is a very important tool in gaining competitive advantage, and since it is people who 
implement the strategic plan, top management must take note of this while developing its corporate 
strategies. By this, SHRM is therefore an integral part of those plans and strategies. The major 
characteristic of strategic human resource management is that it is integrated. In other words, it seeks 
to achieve mutuality both vertically with the organization’s business strategy and horizontally with 
one another. 

 
 Strategic Human Resource Management has or preaches an important feature, and which is 
the concept of integration. This, according to Guest (1989b), aims among other things at ensuring that 
HRM “is fully integrated into strategic planning so that HRM policies cohere both across policy areas 
and across hierarchies, and that HRM practices are used by line managers as part of their every day 
work”. The extent to which this is practicable in organizations is a problem. 
 
 Societal culture, prevalent in Nigeria, has also made it difficult for organization managers to 
articulate SHRM models that will be acceptable to all cultures in Nigeria. 
 
 The various approaches through which SHRM models could be applied are all human-driven 
and situations like environment, human attitudes, culture, etc can frustrate the gains of whatever 
model at any given time, making non-sense of the integration or fit effort of strategic human resource 
management. 
 
 Another problem area in our discourse is the misunderstanding between what Human 
Resource function says it is doing and how that practice is perceived by employees, and between what 
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senior management believes to be the role of the Human Resource function, and the role it actually 
plays. In situations like this, fashioning out a workable integrated model for SHRM becomes vaguely 
realizable. 
 
 Interestingly, SHRM has many choice models through which managers can attempt to 
successfully align the management of human resources with the strategic content of the business. 
Identifying an all inclusive model(s) that can best integrate the human resource functions and 
strategies with the corporate plans and objectives so as to achieve a coherent and mutually supportive 
approach to managing people is, in essence, the ambition of this paper. 
 
Objectives of the Study 
 This study has the general objective of fashioning out a workable integrated model for 
strategic human resource management, and the following as specific objectives. 

1. To identify and analyze the existing SHRM models to discover their effectiveness or otherwise to the 
solution of organizations’ problems.  

2. To determine the drawbacks to SHRM models implementation in the organization. This includes 
finding out the extent to which societal or national culture impacts on model identification and 
implementation. 

3. To articulate and recommend a workable integrated model for SHRM which may be applied with 
confidence in Nigerian organizations. 
 
The Concept of Strategy in Management and Human Resource Management 
 The concept “strategy” has now become a household word in management and its associated 
disciplines. Its dictionary meaning is a plan that is intended to achieve a particular purpose; the 
process of planning something or carrying out a plan in a skillful way; the skill of planning the 
movement of armies in a battle or war. Similarly, “strategic” is that done as part of a plan that is 
meant to achieve a particular purpose or to gain an advantage. As used in management, “strategy” or 
“strategic” has as many definitions as there are definers, but in all the definitions a point of conceptual 
unanimity will always emerge. Eze (2006) in his own, stated that strategy is used “to denote specific 
patterns of decisions and actions undertaken by the upper echelon of the organization so as to achieve 
organizational performance goals”. According to him, the definition has replaced the more traditional 
usage of the word – long-term planning. 
 
 Corroborating the above is that by Boseman, Phatak and Schellenberger(1986) in which they 
see strategic management as “concerned with determining the future direction of an organization and 
implementing decisions aimed at achieving the organizations long and short-term objectives”. They 
believe that it is what makes the difference between success and failure in organizations.  
 
 Similarly, strategic human resource management, according to Armstrong (2004) is defined 
as “an approach to making decisions on the intentions and plans of the organization concerning the 
employment relationship and its recruitment, training, development, performance management, 
reward and employee relations strategies, policies and practices”. He pointed out that the key 
characteristic of strategic human resource management is that it is integrated,  stressing that human 
resource strategies are generally integrated vertically with the business strategy and horizontally with 
one another. This means that the human resource strategies developed by a strategic human resource 
management approach are essentially components of the organization’s business strategy. 
 
 From the above, it can plausibly be stated that strategy inclusion both to management and 
human resource management is so vital in any organization that wants to be competitively relevant in 
its operational environment. 
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Models of Strategic Human Resource Management/Human Resource Management and their 
Roles 
 A model, on the other hand, according to English dictionary, is defined in part as “something, 
such as a system that can be copied by other people; a person or thing that is considered an excellent 
example of something”. Models, like theories, are statements that have been tested and proved to be 
able to produce desired outcomes if certain predetermined conditions are present  (Hawkins, 1995). 

 In strategic human resource management, models are used to refer to those tested practices, 
principles, approaches and theories which were applied with success at different times to the solution 
of various organizational problems. We shall in this work, therefore, use the terms models, 
approaches, practices, theories, principles, almost interchangeably. Speaking specifically on Theories, 
Eze (2006) agreed that theories have provided a frame work for intellectual discourse and analysis of 
human behaviour. He warns, however, that theories are fortunately or unfortunately in constant 
change, this being a reflection of the very dynamic global, regional, national, industrial and 
organizational environment contexts. 

Strategic human resource management, like any other branch of knowledge, has notable 
models which it uses as tool in its analysis and decision-making process. The choice of any particular 
model or a combination of more than one model in developing human resource strategies and 
designing work is dependent on some factors: the business strategy, the resources available to the 
organization, and the environment in which the firm operates. 

Michigan Theory. This theory or model has the thinking that human resource policies/practices and 
organizational structures must be managed in a manner that is congruent with organizational strategy. 
It holds a ‘hard’ and less humanistic view of workers and preaches that employees are resources in the 
same way as any other business resource, and that they must be obtained as cheaply as possible and 
exploited too. Sparrow and Hilltop (1994) described the model as “a matching model” of strategic 
human resource management where organizational effectiveness depends on having a ‘tight fit’ 
between human resource practices and business strategies. Human resource management actions 
required to achieve the fit include: 
 only the most suitable people to meet business needs should be selected  
 performance must concentrate on actions that will achieve business objectives. 
 Appraisal should concentrate on monitoring performance, and providing feedback to both the 

organization and the employees. 
 reward must be appropriate for performance and achievement. 
 development  should concentrate on skills and knowledge required to meet business objectives 

and goals. 
 

Harvard Theory This approach maintains a clear position that managers should develop a 
viewpoint on how they would wish to see employees involved in, and developed by the enterprise, 
and on how HRM policies and practices may achieve those goals. Anything less Boxall (1992) stated, 
would mean that HRM remains the traditional Personnel Management which consists of a set of 
independent activities, each guided by its own practice or tradition. The theory sees employees as 
resources fundamentally different from other resources, and should therefore deserve being managed 
differently.  

This theory encourages good reward systems, human resource flows, employee influence and 
work systems. From these policy dimensions emerge the four “C”s of human resource policies that 
must be achieved for organizational effectiveness: commitment, congruence, competence, cost 
effectiveness. 
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New York Theory Similar to the matching (fit) model, this model examined and identified certain 
generic competitive strategies like quality enhancement, innovation and cost leadership; and thereafter 
developed a set of needed role behaviours for each strategy (Schuler and Jackson 1987).  It was 
therefore revealed that HRM consists of a menu of strategic choices, and HR executives should make 
their choice from the available role behavours in line, and consistent, with organizational strategy. 
The choices range from formal to informal; job simplification to job enrichment; low employee 
involvement to high employee involvement.  
 
Warwick Theory This model believes so much on the influence which structures and strategies have 
on organizational effectiveness and see HRM as an essential movement for the achievement of goals 
in organization through providing focus, coherence and direction for the existing Personnel 
Management. 
 
Resource-Based Model This model, as observed by Hammel and Prahalad (1989), is rooted in the 
belief that “competitive advantage is obtained if a firm can obtain and develop human resources that 
enable it to learn faster and apply its learning more effectively than its rivals”. The basis of this 
approach to human resource strategy, according to Kamoche (1996) “is the acknowledgement of the 
stock of know-how in the firm”. It is strongly contended that sustained competitive advantage stems 
from the acquisition and effective use of bundles of distinctive resources that competitors cannot 
imitate. An organization’s human resource strategies, policies and practices are a unique blend of 
processes, procedures, personalities, styles, capabilities and organizational culture. In fact, as Purcell, 
Kinnie, Hutchinson, Rayton and Swart (2003) suggested: 
   

The values and human resource policies of an organization constitute an important non-
imitable resource, as long as they are enacted and implemented effectively. One of the keys to 
competitive advantage is the ability to differentiate what the business supplies to its customers 
from what is supplied by its competitors. 

 
Such differentiation can be achieved by having human resource strategies and policies which ensure 
that:  
- The firm has higher quality people than its competitors 
- The unique intellectual capital possessed by the business is developed and nurtured. 
- Organizational learning is encouraged  
- Organizational specific values and a culture exist that bind the organization together and give it 

focus. 
 

The whole essence or aim of Resource-Based model is seen clearly to be improvement of 
resource capability in order to achieve strategic fit between resources and opportunities, and obtaining 
added value from the effective deployment of resources. Resource capability itself, as an approach, “is 
concerned with the acquisition, development and retention of intellectual capital to create human 
resource advantage”, Boxall and Purcell (2003) observed. 

 Strategic Fit/Matching Model The definition of Strategic Human Resource Management by Walker 
(1992) as “the means of aligning the management of human resources with the strategic content of the 
business” makes this concept(s) very relevant. The concept of ‘fit’, ‘matching’ or ‘integration’ as used 
with human resource strategies explains the great need for the human resource strategies to align to 
the business strategy (vertical fit). In other words, human resource strategy should be an integral part 
of business strategy, contributing to the business planning process as it happens. 

Vertical integration is necessary to provide congruence between business and human resource 
strategy so that the latter supports the accomplishment of the former, and indeed helps to define it. 
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Horizontal integration, on the other side of the human resource strategy, is also required so that its 
different elements fit together, the aim being to achieve a coherent approach to managing people, in 
which the various practices are mutually supportive. This is why Guest (1989b) suggested that 
strategic human resource management is largely about integration, and that one of the key policy 
goals of HRM is to ensure that it “is fully integrated into strategic planning so that HRM policies 
cohere both across policy areas and across hierarchies and HRM practices are used by line managers 
as part of their everyday work”. 

Beer, Spector, Lawrence, Quin and Walton (1984) identified three aspects of the concept of 
integration to include:  

 The linking of human resource policies and practices with the strategic management process of 
the organization. 

 The internalization of the importance of human resource by all managers  
 The integration of the workforce into the organization to foster mutuality of interest and 

commitment.  
 

In their search for a matching model or fit in the development of human resource strategies, 
Richardson and Thompson (1999) recommended three options to include Best Practice, Best Fit and 
Configuration. 

Best Practice as an approach is based on the belief that there is a set of best HRM practices, and that 
adopting them will lead to superior organizational performance. 
Best Fit approach is based on the belief that there can be no universal prescriptions for HRM policies 
and practices. It is all contingent on the organization’s context and culture and its business strategy. 
This approach looks more acceptable and realistic than ‘best practice’. 
Configuration approach focuses on the search for distinctive configurations - arrangement of ‘joined-
up’ human resource practices that, combined, will function more effectively by complementing and 
supporting one another than if they existed as unrelated entities. This concept is sometimes referred to 
as ‘bundling’ or the use of ‘complementarities’. 

There are still other models, theories and approaches of strategic human resource 
management which we have not reviewed or read, but suffice it to say that what we can read from 
them, and all we have already read, have one common objective - finding a better way of sustained 
competitive advantage. In other words, finding the best way of managing people for organizational 
peace and harmony, and ultimately achievement of corporate and individual objectives. 
 
Integrating Business and Human Resource Strategies and Functions in the Organization 
      Our concern here is how to effectively integrate an organization’s business strategies and 
human resource strategies and functions so as to achieve a coherent strategic fit that will result to 
growth and profitability of a firm. We are already conversant with different levels of strategy in 
organizations - Corporate strategy, Business strategy and Functional strategy; but suffice it if we 
explain briefly. 
 
Corporate strategy issues concern the top management in any organization. It is a set of business 
decisions which add up to form the central idea or objectives of the business organization and how 
individual businesses would be managed to achieve it. Organizations must answer one major question 
here: what business should we engage in? 
Business Strategy, as a subset of corporate strategy, focuses attention on production and distribution 
of products and services within a particular product market area or an industry. It focuses attention on 
how to help the organization to gain competitive advantage over other rival organizations in the 
industry. The question: “how do we compete” is answered here. 
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Functional strategy is designed and implemented within a particular department or functional area of 
a division. It is just natural that functional strategy works to enhance the objectives of business 
strategy. 
 

From the little above about levels of strategy, we observe that our discussion in this section 
will centre more on how business strategy relates both vertically with human resource strategy and 
horizontally with other aspects of human resource strategy. It is only when there is a coherent and 
synergistic relationship (integration) between the different strategies that we can talk of organizational 
achievement, realizing that it is here that competitive strategies of rival firms are applied. Ezeh and 
Onodugo (2002) observed that “Business strategy ensures a synergistic relationship among the 
functional areas within the product/service division”. The formal structure is put in place to help an 
organization execute its plans and policies in order to achieve the overall company objectives. When 
appropriate structure is in place, Imaga (2000) observed: “…we see human element in the formulation 
and implementation of strategies flowing into one another from the corporate level down to the 
functional level, via the business level strategies, and also from the functional level up to the top”. 

The whole essence of operational relationship between different levels of strategy, as 
observed by Ezeh and Onodugo (2002) is that  

It ensures that all the parts and segments are headed in the same direction. In its absence, most 
units would prefer to pursue sectional and rather divergent goals which may undermine the 
goals and objectives of the organization as a group. 

 
Just like the strategic management, there is the compelling opportunity, in SHRM, to involve 

different levels of management in its process. At business strategy, human resource managers rely so 
much on inputs from both corporate and functional strategy levels. This is because it is here that the 
success or failure of all other strategy levels are determined through effective competition or 
otherwise. In fact, to ensure the required integration, Kerin, Berkowitz, Hartley and Rudelius (2003) 
observe that cross-functional teams emerge to facilitate the operational relationship. They stated that 
in practice new-product development and other activities in many organizations involve cross-
functional teams, a small number of people from different departments in an organization who are 
mutually accountable to a common set of performance goals. 

A good example on integrating an organization’s business strategy with its human resource 
strategy could be taken from a university administration, say the Niger Delta University. The 
Governing Council (corporate strategy formulators) relies on the Faculties (Business strategy 
formulators) to ensure that the university achieves its policies and plans of offering quality academic 
programmes in various disciplines. To achieve this, the Faculties rely on the academic departments 
(Functional strategy formulators) to ensure that the students are effectively taught and properly 
assessed by the lecturers and results made available on time. 

 
Shuller (1992) did put it more succinctly when he sees the operational relationship between 

the organizational strategy and strategic human resource management activities in a hierarchy. The 
organizational strategy (top management) initiates business strategic needs after considering the 
internal and external environmental factors. This expressed in mission statement and translated into 
strategic business objectives, is passed on to SHRM where it is further translated into five-Ps model of 
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philosophy, policies, programmes, practices and processes, linking strategic business needs to SHRM 
activities through their various interfaces. 

All these activities involve intense human resource policies and practices aimed at achieving 
not only for the human resource management, but also, and essentially too, for the entire organization. 
 
Draw-Backs to Integrated SHRM Model Implementation in the Organization 

The above section on ‘integrating business and human resource strategies’ may be very easy 
to achieve in the organization from only the theoretical angle. It is observed, however, that in practice 
a lot of factors hamstrung these laudable efforts. One of the major causes of conflicts which make 
integration effort of human resource strategies difficult, according to Kerin et al (2003) is that “it 
creates much jobs for other departments or make their job difficult”. They gave an example with the 
widening of Boeing 777 aircraft seats in USA thus:  

Widening the Boeing 777 seats adds design and space problems for the Engineering 
Department and causes the Finance Department concerned about cost overruns. It is 
Marketing’s job to make these departments understand that without happy, satisfied customers 
who buy the organization’s product, there is no company and there is no job. 
 

Other problems include what Gratton (1999) described as 
  

Disjunction between rhetoric and reality in the area of human resource management, between 
HRM theory and HRM practice, between what the HR functions says it is doing and how that 
practice is perceived by employees, and between what senior management believes to be the 
role of the HR functions, and the role it actually plays. 

 
Creating this gap could be blamed on:  
 There is a tendency for long serving employees to cling to the status quo - resisting change. 
 Complex or ambiguous initiatives may not be understood by employees or will be perceived 

differently by them, especially in large, diverse organizations. 
 A bureaucratic culture that leads to inertia 
 Failure to understand the strategic needs of the business, with the result that human resource 

strategic initiatives are seen as irrelevant. 
  

Locally, in Nigerian organizations, Eze (2006) observed a rather very worrisome cultural 
situation where gender differences can be a serious source of drawback to the implementation of 
SHRM integration models in Nigeria. He observes that in Nigeria “men and women meet and deal 
with issues affecting them separately and no woman whose proper place is the domestic domain, lords 
it over a man. In any case, women in the traditional society do not boss men”. In other words Eze 
(2006) believed that when a woman occupies a superior position on the organization structure, it 
could be difficult for her to obtain adequate loyalty or cooperative followership from the male 
subordinates. In this type of situation, implementing human resource strategies that are tailored to the 
needs of the organization suffers a setback. 

 
This paper is, however, in opposition with the above view, at least in the modern Nigerian 

organizations. Women have been placed on the structure higher than men and they performed, 
commanded respect of the men without coercion and achieved positive results. Former NAFDAC 
boss, Prof Dora Akunyili, and the former Director General, Nigerian Stock Exchange, Prof.  Ndidi 
Okereke Onyiuke are good examples.  

The above explains the role which culture can play in the management of organizations, be it 
in Nigeria or elsewhere across the globe. Apart from culture, there are other challenges which pose 
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serious threat to the strategic human resource management and its applicability in organizations, if not 
well handled.  
 
In Search of an Integrated Model for SHRM in Nigerian Organizations  

From our readings so far it may seen that the most feasible path to identifying, choosing and 
adopting an integrated model for strategic human resource management in Nigeria will simply be 
from among the three options presented by the matching model, already discussed. However, we must 
realize that human resource management policies and practices are culture-driven, not just in Nigerian 
organizations alone, but in other organizations around the world. Societal or national culture is present 
in all organizations, and it is herculean task for human resource experts playing the key roles of 
effective motivation, communication, and applying appropriate leadership styles to make workers 
from the diverse cultural settings to put in their best in line with organizational objectives and 
challenges. 

 
But it will be wrong to allow employees in the organization act and work according to the 

dictates of their particular cultural inclination. Doing so may derail the pursuit of organizational 
objectives in preference for individual goals. This is because some cultures may unconsciously 
prescribe what might be interpreted to mean laziness or non-commitment to organizational or group 
work life. Ocho (1984) corroborated this assertion when he observed: “the average Nigerian employee 
does not put forth adequate effort because he naturally dislikes work and the coercive forces of 
organizations are not sufficiently applied to compel him to work hard”. The author was opportuned 
recently to listen to the Registrar, Niger Delta University in Bayelsa State when he angrily scolded his 
departmental staff thus: “Your work attitude is very poor; must I follow you around to do your work? 
You are interested just in the salary and never the work”. 

Adopting the Resource-Based Model, similarly, has its own limitations in Nigeria where our 
organizations’ financial resource base is poor, considering the fact that the model calls for high 
resource capability. Even where the resources are high to implement the model, corruption at the top 
echelon may frustrate the human resource expert and kill the initiative. 
Best practice, as an approach to SHRM, is rather more theoretical than practical. There is no group of 
practices that can ever serve as magic wand for achieving organizational high performance in all 
situations. 
 

The Best fit option, on the other hand, is not easy to come by. In Nigerian organizations it 
could be seen to be a non-existent model, as its processes are not very clear. Richardson and 
Thompson (1999) in their prescription did not articulate a very clear theoretical pathway to achieving 
the model. The model is replete with operational loopholes since it is contingency based. 
However, a pathway could be found between Best Fit model and the diverse cultural divides upon 
which Nigeria and her organizations are underpinned. In other words, culture presents a potent force 
through which we can find any workable and integrated model for strategic human resource 
management in Nigeria. Eze (2006) observes that each culture contains important survival wisdom of 
the people concerned, which is the product of generations of evolutionary experience. A truly 
integrated model for SHRM in Nigeria must, in line with the observations of Eze (2006) and Ocho 
(1984) seriously consider the following cultural situations as input  
 Seniority by birth order as basis for headship of families, kindred and age groups. 
 In family and community work there is no division of the group into those who give and those 

who carry out orders. The decision about how any particular job should be carried out is entirely 
that of the group. 

 In joint work parties, despite the fact that certain individuals are known to be ‘strangers’ and 
contribute more toward the achievement of group goals, they receive no extra reward from the 
group beyond the recognition of their contributions through praise. 
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Ejiofor (1985) in analyzing Nigerian organizations and better performance model, sees 
leadership styles as crucial. He put Nigerian managers and their leadership styles in a continuum 
ranging from Banging Barkers, Paternal Performers; Cool Calculators, Sly Sneekers, to Despondent 
Desultories types. He ended up recommending none, but Managing By Objectivity (ManBO) which 
has close relationship and link with the Paternal Performer. 

Therefore, the matter of articulating one model that is comprehensively integrated will be 
resolved after a thorough analysis of the various competing variables like environment, culture, 
economy, structures, technology and leadership styles of organization managers, and seniority by 
birth age of the workers.  These will determine what to pick from the different situations and merge 
same with the known models and approaches in order to achieve a local Best Fit that aligns human 
resource strategies to the identified needs of the organization. What can emerge at the end, therefore, 
this paper has chosen to call CELTESS Model where C = Culture, E = Economy, L = Leadership style 
of the organization managers, T = Technology, E = Environment where the organization operates, S = 
Structure of the organization, and S = Seniority by age of birth. Detailed explanation of this model is 
made later under Recommendations.  
 
Conclusion 
 From the information generated and analysis there from, the following conclusions are 
apparent. 
1. It is not very easy to identity one single model that will be integrated enough for strategic 

human resource management in Nigeria, considering many factors as listed - culture, economic, 
structure, leadership styles, technology, etc. 

 
2. Most Nigerian organizations cannot adopt Resource based models which require acquiring 

higher quality people than competitors can ever employ, as it is rather costly for most 
organizations. Either the resources are not there or the available resources are corruptly diverted 
by top level managers. 

 
3. Most Nigerian organizations are not disposed to apply high commitment management approach 

which places emphasis on functional flexibility, reduction of hierarchies, merit pay, profit 
sharing system, etc. Our organizations are reluctant to shorten structural hierarchies, yield to 
merit pay system where reward is in relation to output. 

4. It is also seen that Nigerian organizations are replete with employees who do not like to work, 
accept responsibility, apply initiative, and they, above all, like higher pay. As a result, they 
would resist or find fault in whatever approach or model the leader adopts, except where their 
selfish interests are protected. 
 

5. A pathway to finding an integrated model is possible to come by through the strategic 
fit/matching model and best fit, and their interplay with culture, economy, leadership style of 
the manager, technology, environment in which the organization operates seniority by age of 
birth and structure of the organization.  

 
Recommendations  
 From the emerging facts on the search for an integrated model for strategic human resource 
management, the following workable recommendations are made. 
1. Although of crucial importance, societal or national culture and its observance should not be 

allowed to drag our organizations’ performance to zero profitability. Cultural practices should 
therefore be allowed and recognized in organizations with great caution. A situation whereby it 
negatively affects the realization of organizational objectives will not be allowed. 

2. Nigerian organizations should come out from their psychological cocoon of extreme rigidity, 
and embrace the tenets of strategic human resource management through investing heavily on 
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acquisition of high quality people to check-mate competitors, emphasize functional flexibility, 
relate reward to performance, etc. 

3. This paper recommends ‘CELTESS Model’ as a new and workable integrated model for 
strategic human resource management in Nigerian organizations. The model is derived thus - 

C = Culture. Culture of a people determines to a large extent their adaptation and commitment to the 
organizational objectives, and this must be taken  seriously. 

E = Economy. Economic position of an organization and the country as a whole will be very 
important factor in this model; and organizations will  weigh their strengths and weakness in any 
situation. 

   L = Leadership style of the manager. The manager’s leadership style should be such that motivates 
workers to higher performance and commitment, 

 T = Technology. Technological innovations and their contemporary importance in the organization 
should be embraced and encouraged in  the model. It is  dangerous to be technological insensitive in 
today’s  world. 

 E = Environment. The environment where the organization operates plays a very vital role in 
organizational effectiveness and the model recognizes this in line with social responsibility of the 
organization.  

S = Structure. Structure of the organization should be designed to reduce inflexibility as much as 
possible through ‘delayering’. 

 S = Seniority by age of birth. In Nigeria, seniority by age helps to bring about  loyalty or otherwise 
to whoever that is on top. Placing a qualified elderly manager on top is recommend by this model. 
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