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Abstract 
 
The study investigated the impact of Strategic Human Resource 
management on small and medium enterprises (A study of some 
selected Paint manufacturing firms in Anambra State Nigeria). 106 
respondents selected from 17 Paint manufacturing firms across the 
three Senatorial zones of Anambra State. The populations of the study 
were 128 workers of selected Paint manufacturing firms in Anambra 
State. The general objective of the study is to investigate the place of 
Strategic Human Resource Management in improving corporate 
performance among SMEs in Anambra State Nigeria. The study used 
descriptive statistics (frequencies, means and percentages) to answer 
the three research questions posed for the study. The Spearman Rank 
Correlation Coefficient was used to test the three hypotheses that 
guided the study. The results obtain from the analysis showed that 
there is a strong positive correlation between strategic HRM and 
performance level of competition in SMEs. The major finding of the 
research work is that SHRM is an important and indispensable tool for 
any organizations performance and for any organization that wants to 
gain competitive advantage over others. The study therefore 
recommends that further studies be carried out in Nigeria to investigate 
the causes of non-adoption of Strategic HRM in Anambra state in 
particular. The causes of this when known and curbed, small and 
medium scale industries in Nigeria might become more competitive in 
boosting the development of Nigerian economy.  
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1. Introduction 
1.1 Background of the study 
The strategic human resource management practices of small and medium enterprises 
(SMEs) have received little specific attention from researchers. As in many other areas 
of schorlarly inquiry into business activity, empirical research in strategic human 
resource management has tended to focus on larger concerns (e.g Gup and Whitehead 
2000; Lenz, 1990; Leontiades and Tezzel, 1994; Hopkins and Hopkins, 1994, 1997; 
Miller and Cardinal, 2001; Haveman, 1993; Harris and Ogbonna, 2001). In recent 
years while much attention has been given to small scale businesses by Nigerian policy 
makers, politicians, practitioners and academics, little research has been done on 
strategic management practices within the small business sector of the Nigerian 
Economy. This is surprising in view of the importance of small and medium scale 
business organizations as critical engines of employment and economic growth 
(Brouthers, Anderson and Nicolas, 1998). In the case of Nigerian manufacturing 
sector, over 90% of all businesses are SMEs according to generally accepted official 
definition (SMEDAN, 2009). The under representation of SMEs in terms of strategic 
management research data seems inappropriate when the scale of this sector is 
considered. This fact, together with the key role that manufacturing inevitability plays 
in economic prosperity, strongly suggests the importance of increasing our 
understanding of the management of strategy in manufacturing SMEs in Nigeria. 
Given recent government policy regarding the identification and encouragement of 
high- growth SMEs in Nigeria, an important gap in the extant literature is any reliable 
empirical evidence concerning possible linkages between business performance and 
the strategies utilized by SMEs. The primary objective of this study therefore, is to 
reveal the competitive, business level of strategies that are being utilized by these firms 
and the impacts of such strategies on the performance of the sampled enterprises. 

 
1.2 Significance of SMEs 
According to SMEDAN (2009), a business is defined as small in the manufacturing 
sector if it employs fewer than 100 employees. While there is no official definition of 
what constitutes a medium-sized enterprise, businesses with between 100 and 199 
employees are generally considered medium-sized (McMahon, 2001). Thus SMEs in 
the manufacturing sector may be considered as organizations employing less than 200 
workers. The strategic importance of SMEs in the economic development of any 
nation is well recognized. Kilby (1965) observes that small and medium scale 
enterprises are the spring boards for inventions, adaptations and general technological 
development. According to Ogundele(2007), SMEs represents 90% of the enterprises 
of Africa, Carribean and Pacific (ACP) countries. They also provide 70% of 
employment opportunities for the citizens and promote the development of local 
technology. Kuratko and Hodgetts 92001) have observed that small businesses employ 
53% of the private workforce and accounts for 47% of sales and 51% of private sector 
gross domestic product. 
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SMEs are generally regarded as important to world economies (Pirch, 1989; 
Storey, 1994). In fact, it has been argued that SMEs make up the largest business 
sector in every world economy (Culkin and Smith, 2000). For many years now, 
governments in different parts of the world are increasingly promoting and supporting 
the growth of SMEs as a part of their overall national development strategy (Abdullah, 
2000; and Lin Bakar, 2000). Apart from the fact that they dominate in terms of 
absolute members, SMEs are very important because they are the key drivers of 
employment and economic growth (Wang, Walker and Redmon, 2008). At a 
macroeconomics level, SMEs are considered by governments as a keystone to regional 
economic and community regeneration because such firms absorb back into the 
workforce the employees that are made redundant by the restructuring, rationalizing 
downsizing and outsourcing taking place in large firms (Storey, 1994; Frank and 
Landstorm, 1998). This provides income to region thereby stimulating local economic 
activity and driving wealth and further creation of employment (Walker and Webster, 
2004). SMEs are also commonly noted for contributing to economic growth through 
their innovative activities despite their generally limited capacity for research and 
development (R & D) investments (Acs and Andretch, 1990). For example Peacock 
(2004) reported that SMEs in Australia contributed 54% of all significant technology 
innovations even though their share of R & D investments represented just 20% of 
technical innovation expenditure. It has also been argued that SMEs contribute to the 
development of the society through the redistribution of political power arising from 
the ownership of small and medium scale businesses by more people in a country 
(Deakin, 1996; Story, 1994). In addition, SMEs offer consumers a greater opportunity 
for choice by operating in fragmented or niche markets which larger firms either 
cannot economically enter or are reluctant to enter because of “unattractive” risk-return 
consideration (Brouthers, et al., 1998). Nigeria SMEs presents a unique setting for the 
study of the practice of strategic management. Unlike SMEs in western and Asian 
economies, most SMEs in Nigeria generally lack access to fund and structured 
government support despite the existence of some institutions established for this 
purpose. Thus, most of them struggle for survival amid intense competition and rivalry 
with larger firms, and so may seek to employ strategies that are designed to help them 
compete and navigate the difficult environment in which they operate. 

 
1.3 Statement of Problem 
The performance of organizations has been the focus of intensive research effort in 
recent times. How well an organization implements its policies and programs and 
accomplishes its strategic intent in terms of its mission and vision is a paramount 
concern. Owners of small and medium enterprises are becoming increasingly aware 
that a critical source of competitive advantage often comes from indigenous product 
and services, best public relations strategy, state-of-art technology and having an 
appropriate system of attracting and managing the organizations human resources. 
Many small and medium enterprises spend most of their time realizing and reacting to 
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unexpected changes and problems instead of anticipating and preparing for them. This 
is called crisis management. 

From the foregoing, and looking at today’s trend, it is evident that the pace of 
change in our business environment presents fresh challenges daily. Therefore, a 
panacea must be found for the SMEs and large firms, if it must adequately meet its 
challenges. Various small firms, therefore, need to come up with the application of 
innovative ideas to create unique brands, customer-friendly products/ services that will 
bring about competitive advantages in terms of brand preference and customer 
confidence. Hence, the application strategies designed and tailored for the achievement 
of the objective of the organization has to be fashioned out such that it will not only 
help in retaining the market share controlled, but also, the overall enterprise 
performance in form of increased earnings at minimum costs.  

Despite these, no research work has targeted to investigate the impact of strategic 
human resource management on small and medium sized enterprises and partnership 
capability in Nigeria. Existing studies in Nigeria aimed at human resource 
development (e.g. Oladipo and Abdulkadir, 2010; Oladipo and Abdulkadir, 2011; 
Abdulkadir, 2012; Muogbo, 2013). Related studies on this study were on strategic 
planning (an off shoot of strategic management) (see Ilesamni, 2011 and Akinnyele & 
Fashogbon, 2007). Of these studies in Nigeria, none assessed the impact of strategic 
human resource management on small and medium firms and its collaboration with 
large corporations in Nigerian’s economy. 

To this effect, this study attempts to empirically analyze how strategic HR 
management can be used by SMEs in Anambra State to effectively derive plans for 
growth and development. 

 
1.4 Objectives of the Study 
The general objective of the study is to investigate the place of strategic human 
resource management in improving corporate performances among SMEs in Anambra 
State Nigeria. The specific objectives are to: 

1. To determine the extent to which strategic Human resource management is 
practiced by small and medium enterprises in Anambra State. 

2. To determine the relationship between the level of competition and adoption of 
SHRM. 

3. To determine the level of commitment of SMEs in adoption of strategic human 
resource management. 

 
1.5 Research Questions 

1. Is Strategic human resource management practiced by small and medium 
enterprises in Anambra State? 

2. How does SHRM affects the level of competition of SMEs in Anmbra state? 
3. How does SHRM affects the level of commitment of SMEs in organizational 

growth? 
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1.6 Hypotheses 
The following null hypothesis guided the study 

1. Adoption of strategic human resource management does not have any 
significant effect on performance of SMEs. 

2. Adoption of SHRM does not have significant effect on the level of competition 
of SMEs and partnership capability. 

3. Adoption of SHRM does not have significant effect on level of commitment of 
SMEs in organizational growth. 

 
1.7 Scope of the study 
The scope of this study is limited to the owner managers and management staff of 
small and medium enterprises in Anambra State. The nature of the study precludes the 
staff of small and medium enterprises that are not expected to be involved in 
management decision making process of the study group. Issues for investigation are 
ones related to the use of the resource-based theory in taking competitive advantage, 
improving performance and structural development of the organization. 

 
 

2. Review of Related Literature 
The nature of Strategic Human Resource Management  
Walker (1992) defines strategic HRM as “the means of aligning the management of 
human resources strategy so that the latter supports the accomplishment of the former 
and, indeed, help to define it. Strategic HRM is also about horizontal integration, 
which aims to ensure that the different elements of the HR strategy fit together and are 
mutually supportive. 

Brewster and Larson (1992) define SHRM “as the extent to which HRM is 
considered during the formulation and implementation of corporate/ business 
strategies”. Strategic HRM has also been defined as “the pattern of planned human 
resource deployments and activities intended to enable an organization to achieve its 
goals”. (Wright and MCMahan, 1999). Implicit in this definition, is that the ultimate 
goal of strategic HRM is to contribute to organizational performance (ie the 
achievement of the organisational’s goals, however that performance is defined. HR 
deployment as captured in the above definition reflect the central assumptions behind 
the(positive) conceptualization of what HRM is and does; namely, that it responds 
accurately and effectively to the organizations environment and complements other 
organizational systems and contingencies. Budwah(2000) defines strategic HRM as a 
concept that views human resource as assets for investment, and the management of 
human resources as strategic rather than reactive, prescriptive and administrative. 
Strategic HRM involves designing and implementing a set of proactive HR 
policies/practices that ensures that an organization’s human capital contributes to the 
achievements of its corporate objectives (David, Chin and Victor, 2002). 

Strategic HRM is essentially an integrated process that aims to achieve “strategic 
fit”. A strategic HRM approach produces HR strategies that are integrated vertically 
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with the business strategy and are ideally an integral part of that strategy, contributing 
to the business planning process as it happens. Strategic HRM, therefore, focuses on 
several issues including the fit between human resource management practices and 
organizational strategic goals, the integration of human resources management in the 
organizational strategic management, the involvement of human resource function in 
senior management teams, the development of human practices to line managers and 
taking of strategic approach to employee selection, compensation, performance 
appraisal and the value that is added to the organizational performance by HRM.  

 
2.1 Integration of HRM with corporate strategies and management 
Integration of HRM refers to the involvement of HRM in the formulation and 
implementation of organizational strategies and the alignment of HRM with the 
strategic needs of an organization (Schuler and Tackson, 1999). Buyens and De Vos 
(1999) argue that in order for HR to be a strategic partner, HR manager should be 
involved in strategic decision making alongside other senior managers, providing 
greater opportunity to align HR goals, strategies, philosophies and practices with 
corporate objectives and the implementation of business strategy. This involvement 
would include the membership of HR managers in the most senior management teams 
in the organization. This would provide an opportunity for HRM to represent its 
concern and influence business strategy from the outset of decision making. The 
chances of integrating and value creation may be further increased if the senior HR 
manager and the CEO have an opportunity to establish a relationship. In this role, HR 
managers need to have knowledge of core markets, competitors, costs, profit indicators 
and stakeholders to be considered equal business partners (Chaddie, 2001). The 
involvement of senior HR manager in a firm’s senior management team provides an 
important channel for interactive information flow and communication. To achieve 
strategic integration and alignment of HRM with business strategies, a documented 
HRM strategy would also be useful (Budhwar, 2000; Teo, 2002) as it can make more 
concrete the role and authority of HR managers in corporate decision making and 
increase capacity to cope with externalities such as tight labour market (Cunnigham 
and Deborah, 1995). A documented HRM strategy helps the organization to develop 
an HRM vision and objectives and to monitor performance. Some empirical evidence 
from previous research indicates that the full impact of HR practices on organizational 
performance occurs when HR practices are strategically congruent and consistent with 
each other (Khatri, 1999). 
 
2.2 Theoritical Framework 
Ulrich (2007) argue that early attempt to link human resource management with 
organizational performance relied on the common sense belief that improving the way 
people were managed inevitably led to enhanced firm performance, without seeking to 
justify this linkage in theoretical terms. Today, it was argued that the subject was no 
longer a theoretical, that a variety of different theories, including general systems 
theory, role behavior theory, institutional theory, resource dependence theory, human 
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capital theory, transaction cost theory, agency theory and resource based theory of the 
firm had been used to explain the HRM and organizational performance linkage 
9Jackson and Schuler, 2005; Wright and Mc Mahan, 2002). 

This study would discuss two major theories that become the backdrop of the 
SHRM and organizational performance research: human capital theory and resource 
based theory. Human Capital Theory has long been argued as a critical resource in 
most firms (Pfeiffer, 2004). The search for sources of sustainable competitive 
advantage increasingly pointed inward towards organizational capability and more 
specifically to the strategic management of human resource (Dyer, 2003; Cappelli and 
Sigh, 2002; Wright and Mcmahan, 2002), as capital and technology become 
increasingly available to virtually anyone anywhere 9Ulrich and Lake, 2001). Human 
capital refers to the productive capabilities of people (Becker, 1964), skills, experience 
and knowledge have economic value to organizations because they enable it to be 
productive and adaptable; thus people constitute the organizations human capital 
(Schuler, 2005). From micro economics perspective, human capital theory suggests 
that people possess skill, knowledge, and ability that have the potential to generate 
economic rent. Economic rent refers to profits in excess of formal economic returns 
(Coff, 2007). Like other assets, human capital has value in the market place, but unlike 
other assets, the potential value of human capital can be fully realized only with the 
cooperation of the person, since firm investment to increase employee skills, 
knowledge, and abilities carry cost to the organization, they are only justified if they 
produce future returns by means of increased productivity and overall firm 
performance (Duncan & Hoffman, 1981; Rumberger, 2007; T sang, 2007; Youndf et 
al., 2006). Jackson and Schuler (2005) argue that “Therefore, all costs related to 
eliciting productive behavior from employees including those related to motivation, 
monitoring and retaining them, constitute human capital investment made in 
anticipation of future returns”. People possess knowledge, skills, and abilities (KSA”S) 
that are of economic value to the firm and, therefore, firm investments to increase 
these, eg. Through training programs, are only justified if they produce future returns 
to the firm in the form of increase productivity. Therefore, the higher the potentials for 
employees to contribute to the firm, the more likely it is that firm will invest in human 
resource management activities (Youndf et al., 2006) specifically aimed at increasing 
individual productivity and overall firm performance. Grant (2006) suggested that 
knowledge is the most critical competitive assets that a firm possesses. On the other 
hand, Resource-Based Theory (Barney, 1991, 1995) is generally accepted as a 
background for understanding the relationship between strategic Human resource 
management and organizational performance (Cappelli; & Singh, 1992; Lado & 
Wilson, 1994; Wright & Mc Mahan & Mcwilliams, 2004). Three types of resources 
associated with organization (Jackson and Schuler, 2005) are (a) physical resources 
(plant; technology and equipment) 9b) human resources (employees experience and 
knowledge), and (c) organizational resources (structures, system for planning, 
monitoring, and controlling activities; social relations within and between organization 
and external contingencies). Kanoche (2006) refers human resources as the 
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accumulated stock of knowledge, skills, and abilities that individual possess, which the 
firm has built up overtime into an identifiable expertise. Wright, Dunford, and Snell 
(2001), discussed at length the impact of the resource-based theory on SHRM theory 
and practice. A fundamental assumption of this view is that organizations can be 
successful if they gain and maintain competitive advantage (Porter, 2005). The 
resource-based theory of the firm is based on the notion that a firms HRM system can 
constitute one source of competitive advantage (Becker et al., 2007; Wright et al., 
2005; Lado and Wilson, 2004; Pfeiffer, 2004; Barney 1991). A resource can 
considered to be a source of sustained competitive advantage if it meets the criteria of 
value, rarity, non-substitutability, and inimitability 9Wright et al., 2004; Barney, 1991, 
1995; Wright and McMahan. 2002; Delery, Gupta and Shaw, 2007). Path 
Dependency theory consists of policies that are develops overtime and cannot be 
simply purchased in the market by competitors (Becker and Gerhart, 2006). Social 
complexity is arises when it is beyond the ability of competing firms and, ultimately, 
the resource-end-owed firms itself, to systematically manage and influence the 
resource such as interpersonal relationships among managers, culture and reputation 
(Barney 1986; Amit and Shoemaker, 1993). Non-substitutability; it should not be 
possible for the same, or strategically equivalent, resources, to be deployed by other 
firms (Barney, 1991; Dierickxx and Cool, 1989; Lado and Wilson 2004). Based on 
Resource-based theory, all four criteria must be met for a resource to be considered as 
a source of sustained competitive advantage (Barney and Wright, 1998). Whilst some 
commentators argue that the practices used to manage human resources as a potential 
source of sustained competitive advantage (Becker et al., 2007; Wright et al., 2005; 
Lado and Wilson, 2004; Pfeiffer, 2004; Barney, 1991; Schuler and MacMillian, 1984; 
Ulrich, 1991; Becker and Gergart, 1996). Other argue that it is the human resource 
themselves that meet the four resource criteria (Wright et al., 1994: 318-9), it is 
through the human capital pool and employees behavior that human resources can 
constitute a sustained competitive advantage. HR practices, they argued, are possible 
to be imitated across organization, but still their effect may vary across contexts. 
Barney (2001) argued that the individual HRM practices or HRM systems which 
developed over time may be unique to that particular organization which contributes to 
the inimitable specific human capital skill. 

 
2.3 Empirical Literatures 
In their comparative study of 137 large manufacturing firms, Budhwar and Boyne 
(2004) differentiates the HR practices in public and private sector companies in India. 
Their findings suggest that against the established notion, the gap between the Indian 
private and public sector HRM practices (structures of HR department, role of HR in 
corporate change, recruitment and selection, pay and benefits, training and 
development, employee relations and key HRM strategies) is not very significant but 
in a few functional areas (compensation, training and development), private-sector 
firms have adopted a more rational approach than their public sector counterparts. 
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Green et al., (2006) reported that organizations that vertically aligned and 
horizontally integrated HR function and practices performed better and produced more 
committed and satisfied HR function employees who exhibited improved individual 
and organizational performance. Tessember and Soeters (2006) examined how, when 
and to what extend HR practices affects performance in Eritrea, Africas youngest and 
poorest country. They reported that successful implementation of HR practices could 
enhance individual and civil service organization of Eritrea, but the economic and 
political environment within which HR practices operate are not conducive. Their 
study tried to shed some light in the HRM performance debate within the context of a 
developing country. 

In another study, Adeyeye (2009a) investigated the relationship between human 
capital development practices and some dimensions of organizational effectiveness in 
the Nigerian banking industries. Data were generated by means of two sets of 
questions administered to some ten(10) selected banks in Lagos, Nigeria. He found a 
moderate correlation between human capital development and organizational 
effectiveness. 

Adeyeye (2009b) examined the relationship between size of the organization and 
HRM practices that have been shown to contribute to organizational performance. The 
study hypothesized that big universities operationalized as having greater than 1000 
academic and administrative staff can be differentiated from small universities, defined 
as employing less than 1000 academic and administrative staff in their use of HRM 
practices. He found that contrary to prior research findings, size did not correlate with 
the usage of HRM best practices. Both big and small universities used similar and 
identical HRM practices. 

In another study, Gray and Shasky (2007) also using multiple regression analysis 
examined the impact of strategic HRM practices on the performance of state 
Governments agencies. The results shows that when organizations employs such 
personnel practices as internal career ladders, formal training system, result-oriented 
performance appraisal, employment security, employee voice and performance-based 
compensation, they are more able to achieve their organizational goals and objectives. 

Using a stratified random sampling by industry, Kai et al, (2007) surveyed 231 
firms listed on the Australian stock Exchange (ASE) using descriptive statistics and 
correlation analysis, results indicates that strategic integration and development of 
HRM were practiced to a moderate extent in the firms sampled, and that the degree of 
alignment of HRM with business objectives and strategies had a positive relationship 
with perceived firm financial performance. Som (20080 sampled 69 Indian companies 
with a view to examining the impact of innovative SHRM practices on firm 
performance. Using descriptive statistics and regression analysis, results indicate 
innovative recruitment and compensation practices have a positive significant 
relationship with firm performance. Their results also  show that recruitment, 
role of the HR department and compensation practices seem to be significantly 
changing within the Indian firms in the context of Indian economic liberalization. The 
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synergy between innovative HRM practices was not found to be significant in 
enhancing performance during the liberalization process. 

Dimba and K’Obonyo (2009) investigated the nature of the effect of SHRM 
practices on organizational performance. The study seeks to determine whether the 
effect of human resource management practices on organizational performance is 
direct or indirect through employee motivation, and whether employee cultural 
orientations moderate the relationship between strategic human resource practices and 
employee motivation. 50 multinational manufacturing companies in Kenya were 
sampled. One HR manager, 2 line managers and 3 employees from each organization 
were chosen for the survey. The study adopted the measures developed by Hofstede 
and Huslid. Using regression analysis, the result indicates that all the variables of 
SHRM practices, except recruitment and selection were positive and significantly 
correlated with performance; relationship between SHRM practices and firm 
motivation did not depend on employee cultural orientations when cultural values were 
considered; motivation mediated the relationship between SHRM practices and firm 
performance and motivation affected firm performance. 

 
 

3. Methodology 
3.1 Research Design 
This study used a descriptive survey design. The purpose of using descriptive surveys 
was to collect detailed and factual information that describes an existing phenomenon. 
Data was collected based on the concepts defined in the research models and 
hypothesis tested. The study is a descriptive survey because it adopted the use of 
questionnaires aimed at finding the impact of strategic HR management on small and 
medium Enterprises. 
 
3.2 Population 
The population of the study was owner-manager of small and medium paint 
manufacturing firms and they were located across Anambra State Nigeria. A database 
on small and medium manufacturers held by the Nigeria Association of small and 
medium scale industrialists (NAMSI) provided the sample frame from which the final 
pool of south East owner managers of small and medium paint manufacturing firm was 
drawn. The final pool of owner-managers to whom questionnaires were mailed was 
128. Out of 128 questionnaires issued out 106 usable questionnaires were returned. 
This gives an effective response rate of 83%  

 
3.3 Sample and Sampling Technique  
This research is concerned only with small and medium paint manufacturing 
businesses in Anambra state Nigeria. There are two reasons for this. First, over the last 
few years, the performance of the small and medium scale manufacturing sector in 
Nigeria has been a major pre-occupation of policy-makers and government 
departments dealing with industry and trade. The sector has been characterized as non- 
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competitive by international standards and it is considered to have failed in performing 
the traditional and modern social and economic roles of the sector (Oshagbemi, 1997; 
Ogundele 2007). The second reason is that it is highly probable that cross-industry 
differences in the nature of business activities could confound findings relating to SME 
strategies and to SME growth and performance more generally. Such influences are, to 
a reasonable extent, controlled for by examining a single industry. The primary 
concern in this research is with SME strategy, growth and performance, and it is more 
likely that these will be evident in businesses that are legally organized as proprietary 
companies (Freedman and Godwin 1994; Grey 1992; Hughes and Storey 1994). 

 
3.4 Instrument for Data collection 
The above hypothesized relationships were tested using data collected through self-
administered, structured questionnaires containing essentially close-ended questions. 
The questionnaires were administered on chief executives and marketing directors, or 
in some cases other directors within the 92 randomly selected small and medium scale 
paint manufacturing companies in Anambra state Nigeria. In order to appreciate the 
study setting and test the questionnaire prior to its use, a pilot study involving face-to-
face interviews with five small business owner-managers was undertaken. The 
questionnaire was then refined in the light of experience. The questionnaire was made 
up of four sections A, B, C, and D. Section A contained six main questions that deal 
with demographic characteristics of the respondent’s owner-manager and their firms. 
Section B contained questions that deal with the strategic Human Resource 
management of the forms. In this section, firms were asked to describe or choose their 
methods of handling competition using a series of items that covered the 
differentiation and low cost approaches. Section C contained questions that deal with 
the sales growth, total income/revenue growth, incidence/ frequency of customer 
complaints in the firms, and growth in customer base. These parameters were used as 
measures of performance. Section B to D used a structured 5-point modified Likert 
scale battery of strongly Agree (5) Agree (4) Undecided (3) Disagree (2) and strongly 
Disagree (1) in line with Atiku, Genty and Akinlabi (2011). The respondents were 
asked to indicate the extent to which they agree/ disagree with various statements. 

 
3.5 Method of Data Analysis 
The descriptive statistics such as frequencies, percentages and graphs are used for the 
analysis of the research questions while the hypotheses testing were done with 
Spearman Rank Correlation Coefficient. SPSS (Statistical package for social sciences) 
computer software was used to run the analyses. The hypotheses were tested at 0.05 
level of significance. At 5% level of significance, reject null hypotheses for test with 
probability estimate lower than 5% (0.05) and conclude that they are statistically 
significant. Otherwise, we accept 0.05 (when probability estimates are above and 
conclude that there is no overall statistically significance).  
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4. Presentation and Interpretation of Result 
Of the 128 questionnaires distributed to 17 paint manufacturing firms, a total of 106 
completed and usable questionnaires representing a response rate of about 83% are 
returned. 

 
4.1 Social-Demographic Characteristics of the study 
Table 1: Results from the analysis of the socio-demographic characteristics of the 
respondents indicated that majority of the respondents are male suggesting that most of 
the management team of Paint manufacturing firms is male. Moreover, the respondents 
concentrated within the age bracket of less than 35 years to 45years and above. Most 
of the respondents were persons with first degree, master’s degree following by 
persons with secondary education. This implies that most of the paint manufacturing 
firms in Anambra state are managed by persons with middle level educational 
background. 
 
 

Table 1: Socio-Demographic characteristics of the Respondents. 
 

 

 
Source: Field survey (2013) 
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About 44 percent of paint manufacturing firms in Anambra state have below 50 
employees. About 9 percent of the firms have stayed at least 5 years in the business. 
74.5 percent have single-line product while 25.5 have multi-line products. In general, 
the study gives a favorable picture concerning the level of education of the 
respondents. Majority of the respondents have at least first degree. This is an indication 
that the respondents are composed of educated people. 

 
4.1 Analysis of Research Questions 
Usage of strategic HRM by SMEs 
Research question 1: Is strategic HRM practiced by SME s in Anambra state? 

 
Table 2 

 
S/n Variable SA A U D SD Remark 
7 Structured planning 

mechanism 
4 
(3.8) 

43 
(40.6) 

6 
(5.7) 

53 
(50.0) 

0 Disagreement 

8 Differentiation 
strategy 

10 
(9.4) 

40 
(37.7) 

6 
(5.7) 

46 
(43.4) 

4 
(3.8) 

Disagreement 

9 Sales growth/low cost 
strategy 

0 48 
(45.3) 

4 
(3.8) 

52 
(49.0) 

2 
(1.9) 

Disagreement 

10 Mixed strategy/ 
revenue growth 

0 37 
(34.9) 

6 
(5.7) 

59 
(55.7) 

4 
(3.3) 

Disagreement 

Source: Computation from SPSS 17 Analysis. 
 
Questionnaire items 7, 8, 9, and 10 were used to address research question one. 

The responses to research question one is shown in table 2 above. The study showed 
that majority of the SMEs in Anambra state Nigeria does not adopt strategic HRM. 
This is evident from the results which indication that majority of the respondent’s staff 
of the SMEs was in disagreement that their manufacturing firms does not have 
structured planning mechanism, differentiation strategy, low cost strategy/sales growth 
and mixed strategy. Ticking disagreement to these variables implies that these firms do 
not adopt them in their management processes. This equally means that strategic HRM 
is not in use in these sampled Universities and as well affect their performance level. 

Research question 2: How does SHRM affect the level of competition in SMEs?  
 
 

Table 3 
 

S/n Variable SA A U D SD Remark 
11 Do things that gives us 

edge over our rivals 
25 
(23.6)

60 
(56.6) 

8 
(7.5) 

13 
(12.3) 

0 Agreement 

12 Frequency of customer 
complaints 

0 12 
(11.3) 

30 
(28.5)

62 
(58.5) 

2 
(1.9) 

Disagreement 
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13 Growth in customer 
base 

12 
(11.3)

65 
(61.3) 

15 
(14.2)

10 
(9.4) 

4 
(3.8) 

Agreement 

Source: Computation from SPSS 17 Analysis. 
 
The research question two tries to find out how SHRM affects the level of 

competition in SMEs. Questionnaire items number 11, 12 and 13 were used to analyze 
research question two. The respondents were of the view that adoption of strategic 
HRM will enhance the ability of SMEs to do things that gives them edge over others 
and as well enable them to experience growth in customer base. The result from the 
question item 12 indicated that none of the SMEs is best in terms of attaining to 
customer complaints; hence none of them could satisfy customers need effectively. 

 
4.2 Test of Hypotheses 
H0 1: Adoption of strategic HRM has no significant effect on performance of SMEs 

Hypothesis one was testing with questionnaire item 7 and 8 
 

Variable Data 1 Data 2 Rank 1 Rank 2 D D2 
A 4 10 2 3 1 1 
B 43 40 4 4 0 0 
C 6 6 3 2 1 1 
D 53 46 5 5 0 0 
E 0 4 1 1 0 0 

Calculating the Spearman Rank correlation coefficient of ranked data, 
R= 1-(6∑d2 )/n (n2-1) 
Analysis of the result, Spearman rank correlation (calculated)=0.9 
Spearman rank (table) at p= 0.05=0.900 
Degree of freedom (df)= 3 
This represents strong positive correlation between strategic HRM and 

performance level of SMEs in Anambra state. This implies that adoption of strategic 
HRM have significant effect on performance level of SMEs in Anambra state Nigeria. 
Since the p value is below the 5% level of significance for this study. Therefore, the 
study rejects the null hypothesis that adoption of strategic HRM does not have any 
effect on performance level of SMEs in Anambra state Nigeria. 

H02: Adoption of strategic HRM does not have significant effect on level of 
competition of SMEs in Anambra state. 

Hypothesis two was testing with questionnaire item 11 and 12 
 

Variable Data 1 Data 2 Rank 1 Rank 2 D D2 
A 25 0 4 1 3 9 
B 60 12 5 3 2 4 
C 8 30 2 4 2 4 
D 13 62 3 5 2 4 
E 0 2 1 2 1 1 
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Using R= 1-(6∑d2)/n (n2-1) 
Analysis of the result, the spearman rank correlation (calculated) =0.1 
Spearman rank (table) at p=0.05=0.198 
Degree of freedom=3 
These represent strong positive rank correlation between strategic HRM and SMEs 

competition level. This implies that the adoption of strategic HRM influences 
competition in small and medium enterprises. The p value is below the 5% level of 
significance for this study. Therefore, the study rejects the null hypothesis that 
adoption of strategic HRM does not have significant effect on level of competition of 
SMEs in Anambra state. 

 
 

5. Summary of Findings 
Studies have shown that achieving a competitive advantage position and enhancing 
performance in an organization relative to their competitors/ rivals are the main 
objective that business organization should strive to attain. Also, the idea that strategy 
content influence performance is a central element of generic management theory, to 
remain competitively advantaged, studies have equally suggested the use of strategic 
human resource management. This is because strategic HRM identifies the purpose of 
the organization and the plans and actions to achieve the purpose. 

Despite these, some research work have targeted to investigate the impact of 
strategic management on organizational growth and development but none have 
assessed the impact of strategic HRM on small and medium enterprise on paint 
manufacturing firms in Anambra state Nigeria. Existing studies in Nigeria, aimed at 
evaluating strategic HRM practices, and the impact of ownership type and Aghe 9eg 
Oladipo and Abdulkadir, 2010; Oladipo and Abdulkadir, 2011; Abdulkadir, 2012). 
Related studies on this study were on strategic planning (an offshoot of strategic 
management) 9see Ilesaanmi, 2011 and Akinyele & Fashogbon, 2007). Moreso, scanty 
studies have been done on strategic management in Africa (eg Raduan, Jegak, 
Hashinda and Alimin, 2009 in Malaysia) did not cover indeed, the arears that the 
objectives of this work covers. 

Based on the above premise, the study investigated the level of use and effect of 
stratefic HRM on SMEs in Anambra state south east Nigeria. Descriptive and 
spearman rank correlation indicated the following findings 

1) Strategic HRM is an important and indispensable tool for any organization 
performance and for any organization that wants to gain competitive 
advantages over others. 

2) The study reveals that a genuine application of strategic HRM by SMEs will 
enhance staff and organizational performances. 

3) Strategic HRM has effect on level of competition of SMEs in Anambra State.  
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6. Conclusion 
The adoption of strategic HRM practices by SMEs in Anambra state is greatly 
influence by differentiation strategy, mixed strategy, sales growth and growth in 
customer base. The strategic HRM practice, SMEs adopts is a function of whether the 
firm is small or medium sized. (Oladipo & Abdulkadir, 2011) Strategic HRM is not yet 
a common practice among SMEs in Anambra state. Nonetheless, strategic HRM has 
been identifies as a veritable tool for improving the competitiveness, performance level 
and commitment level of small and medium enterprises in Anambra state Nigeria. 
 
 
7. Recommendation 
The study recommends that further studies be carried out in Nigeria to investigate the 
causes of non-adoption of strategic HRM in Anambra State in particular and Nigeria in 
general. The causes of this when known and curbed, small and medium scale industries 
in Nigeria might become more competitive in boosting the development of Nigeria 
economy. The entrepreneurial centre and business schools in Nigeria should 
incorporate strategic management principles into their curricular. This will engender 
sound managerial know-how and boost the performance and competitiveness of firms 
in Nigeria. 
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