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Abstract: Retention of competent and experienced hands has been a recurrent challenge globally. The
dimensions of the study’s construct aligned with the focus of SDG 4, SDG 8, and SDG 16, respectively. The
research design adopted was a survey, and a cross-sectional method involving administration of questionnaire
was utilised for the study. Non-Academic Staff (NAS) from University of Lagos (UNILAG); and Lagos State
University (LASU) constituted respondents. Data harvesting was conducted using questionnaire. Statistical
Packages for Social Sciences (SPSS) version 22.0 was used for all statistical analyses. Result gotten revealed a
statistically significant association between strategic human resource management practices (SHRMP) and
retention. Findings of the study implied that selected universities in Lagos State had formulated strategic human
resource management practices that enhanced employee retention. Therefore, null hypothesis, which stated that
SHRMP has no significant association with retention of NAS in selected universities in Lagos State, Nigeria,
was rejected. The study concludes that SHRMP has a statistically significant association with retention of NAS.
In accordance with findings, the study recommends that policy relating to SHRMP in the institutions should be
reviewed to further enhance smooth implementation and thereby brighten the opportunity to reap the benefit of
sustainably retaining competent and experienced hands in the workforce of the examined institutions.
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1. Introduction

According to Deloitte’s Global Human Capital Trends 2015 report, retention was identified as the top
challenge, with 87% of business leaders considering it “important” and 50% deeming it “very important”
(Erickson, 2016). Likewise, PricewaterhouseCoopers’ 2016 annual survey revealed that 72% of global
CEOs were worried about the availability of employees with critical skills (Erickson, 2016). Also, in a
survey of selected countries across the globe on turnover rates, carried out by Bebnowski et al. (2018).
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There were differences in turnover rates: the highest turnover was in Russia 19% and lowest in Japan,
7%; India 18% and Singapore 17% were identified as having the most rapid employees’ mobility, while
Belgium and Japan, with 9% and 7% respectively, were reported as countries having the most stable
workforce.

U.S. Bureau of Labor Statistics (BLS) showed increasing labour turnover between 2001 and 2016
(Erickson, 2016). BLS revealed that the direct costs of replacing an employee who left voluntarily
include the expenses of sourcing and recruiting a new hire, known as the “cost per hire,” as well as the
costs of their first-year training and orientation. The average cost to hire a new employee was estimated
at $3,976, with variations depending on organisation size: $3,139 per hire in larger companies and
$5,380 in smaller ones. In the United States, the average hiring time in 2014 was 52 days, with costs per
hire ranging from $3,139 in large companies to $5,380 in smaller ones, leading to a potential annual cost
of $427.7 million for organisations. Similarly, in one European report by ADP Consulting Group, the
analysed data covering years 2016, 2017, and 2018 revealed that Poland recorded highest turnover with
16% turnover rate, closely followed by the UK and Switzerland, both of which had 15%. Worsening
employee retention situations have affected Egypt. In October 2016, Egypt’s statistical agency reported
an increase in the poverty rate (those living on less than $2 per day) to twenty-seven-point eight percent
(27.8%) in 2015 compared to twenty-five-point two percent (25.2%) in 2010/11. Egypt’s statistics
agency put inflation rate at thirty-three-point one percent (33.1%) by February 2017, marking the highest
rate since 2003. Labour turnover in Egypt has officially been around twelve to thirteen percent (12% to
13%) from 2014 to 2017. Labour turnover is particularly concerning since more than half of Egypt’s
population is under thirty (30) years old. For individuals under thirty, the labor turnover rate was 30%,
and for young women, it was 49.8 In August 2016, the International Monetary Fund (IMF) introduced
a $12 billion three-year loan package aimed at stimulating the economy and boosting investor
confidence.

A report by Deloitte Consulting indicated that Nigeria’s economy has transitioned from being
predominantly industry-driven to service-oriented over the past three decades. Comparatively, the
consulting firm reported a paradigm shift of the economy, such that from the rear level of service
contribution to economy, which was forty percent (40%) in 1981, to an economy dominated by services
with sixty percent (60%) in 2016. In Nigeria, there are issues of elusive innovative culture, inadequate
employee commitment, weak generation of ideas, weak capability, and low risk-taking, which have
continued to be responsible for low retention and poor competitiveness of the Nigerian institutions
(Madueke & Emerole, 2017). In Nigeria, by way of cumulative figures, the National Bureau of Statistics
(NBS) reported the number of Nigerians leaving their jobs increased from 8.036 million in the fourth
quarter of 2015 to 15.998 million in the third quarter of 2017. The National Bureau of Statistics, in its
report for 2016, revealed that over 3.67 million Nigerians quit their jobs in one year. This invariably
occasioned higher running costs for institutions, in form of recruitment and development of new
employees. Consequently, the institutions have been experiencing a drop in productivity while
government loses funds as the taxes accruable were shrinking. This study aims to explore the effect of
strategic human resource management practices and employee retention among non-academic staff at
selected universities in Lagos State, Nigeria.
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2. Literature Review
2.1. Conceptual Review
2.1.1. Strategic Human Resource Management (SHRM) Practices

Obi (2016) described SHRM practices as key drivers for achieving organisational goals. In this context,
strategic human resource management involves formulating, implementing, and evaluating strategies
designed by an organisation to maintain an effective human resource team. Strategic human resource
management practices are more of emerging dimensions arising from human resource management,
capable of positioning an organisation for enduring industrial harmony and consequently facilitating
distinctively sustained long-term value (Nadar, 2018). Owor (2016) argued that strategic human
resource management practices are synonymous with establishing a foundation for organisational
citizenship, which subsequently benefits the organisation immensely. Wernerfelt (2011) referred to
strategic human resource management practices as the adjudicating might, linking an institution and its
environs, concentrating on choices and logical executions. Such executions, according to Wernerfelt,
eventually pave way for emergence of employees of high value, helping organisation to attain future
projections.

Sirmon, Hitt, Ireland and Gilbert (2011) defined strategic human resource management practices as a
framework within a company that defines and communicates the institution’s intentions, rationale,
policies, and plans aimed at achieving predetermined objectives. These practices determine the level of
engagement, the type of cost-effective and human-centered institution, and the profitable environment
that benefits shareholders, employees, and communities. Mawoli and Babandako (2011) viewed
strategic human resource management practices as the deliberate application of motivational strategies
by management to ensure employees contribute optimally towards achieving institutional goals and
objectives. David (2013) posited that strategic human resource management practices involve
established courses of action from an organisation’s top management to achieve results aligned with
institutional objectives and goals.

Scholars have identified several characteristics of strategic human resource management practices. This
is relevant so as to be able to make well-informed strategic decisions that can better reposition the
stakeholders for mutual, supportive, and complementary coexistence. Strategic human resource
management practices constitute an impetus to building a goal-oriented workforce (Oni-Ojo et al.,
2014). Bibu and Sala (2015) suggested that strategic human resource management practices encompass
several key aspects: setting functional objectives, aligning them with organisational goals,
acknowledging employee objectives, and effectively managing these objectives. They emphasise the
formulation and execution of strategies aimed at integrating these objectives smoothly to achieve them
without conflict.

The literature highlights several benefits associated with strategic human resource management
practices. These practices cultivate a lasting, unique competitive advantage among employees, making
the achievement of organisational objectives and goals more attainable. Moreover, it integrates
individual objectives with the corporate objectives (Barney, 2007; Kufi, 2013; Usman, 2014). Strategic
human resource management practices encourage employees’ initiatives and ensure clarification on the
functional domains in the organisations (Asiyai, 2015; David, 2013). De Brito and de Oliveira (2016)
assert that strategic human resource management practices facilitate harmonious interpersonal
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relationships and enhance the performance of all organisational members. Additionally, these practices
offer a framework for achieving the objectives of all stakeholders. Jalagat (2016) recognises strategic
human resource management practices as a blend of strategic elements that steer organisations toward
accomplishing predetermined goals and objectives.

Some drawbacks noted include substantial financial investment, the time required to establish a
competitive edge, and the challenge of sustaining it, particularly in a volatile environment. (Asiyai,
2014; Gulati & De Santola, 2016). According to Johnson et al. (2008), acceleration in technology
coupled with globalisation has broadened the awareness of employees; hence, employees have become
mobile across organisations, industries, sectors, regions, and continents. Pisano (2015) posited that the
volatility in the environment from where inputs were being sought by SHRMP and cultural barriers,
together with diversity, often constituted a concern in the execution of SHRMP responsibilities. In light
of the preceding reviews, the researcher’s definition of strategic human resource management practices
entails proactive processes aimed at overcoming anticipated and unanticipated obstacles to achieve
stakeholders’ objectives. This is accomplished by leveraging sustained distinctive competencies to
ensure unique competitive advantages.

2.1.2. Employee Retention

From the reviewed literature, various authors offer distinct definitions of employee retention. Omonijo
et al. (2015), in their examination of turnover intention among administrative personnel in a Private
Faith-Based higher institution, describe employee retention as the organisational appeal that encourages
employees to remain comfortable in their roles. Rono and Kiptum (2017) define it as the infrequency of
employee departures from an organisation. Hassan et al. (2013) characterise employee retention as the
degree to which an employee desires to retain their job, influenced by workplace relationships and the
supportive supervision provided. Abdoulaye (2017) defined employee retention as the use of human
resource management factors to positively encourage employees to prolong their tenure in an
organisation. Akinruwa et al. (2014) explained employee retention as the use of human resource
management innovative activities to effect labour-friendly offerings so as to mitigate employee turnover
and encourage performance. Akinyomi (2016) similarly defined employee retention as the process of
securing steady tenure for employees through careful investigation of the causes, consequences, and
prevention of labour turnover. Allam (2017) considered employee retention as avoidance of employee
disengagement to forestall fatal consequences that it might attract to the organisation.

Al-Mamun and Hasan (2017) defined employee retention as identification of factors that can occasion
employee turnover and application of proactive strategic actions to nip them in the bud, to make
employees feel at home, nursing no intention to quite job any soon. Baker and Kumar (2018) coined
employee retention as the strategic establishment of supportive platforms. This involves offering not
only salary and benefits but also employer-sponsored financial solutions to low-wage workers, aiming
to prolong employees’ voluntary commitment to an organisation. Balkan et al. (2014) defined employee
retention as the utilisation of human resource management (HRM) strategies to foster relationships and
trust among organisational members. This approach is designed to mitigate turnover intentions and
emotions. Bebnowski et al. (2018) defined employee retention as the managerial awareness of the threat
posed to an organisation by employee turnover and applying proactive counter-action against employee
turnover. Bryant and Allen (2014) described employee retention as a strategic effort to reduce employee
turnover through the effective management of compensation and benefits, aiming to extend employee
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tenure. Gutmann (2016) defined employee retention as truncating the trends of employee turnover.
Effiom and Efi (2017) defined employee retention as a situation where the knowledge of types and
sources of labour turnover become instrumental for preventing the occurrence of any development that
could trigger labour turnover.

The characteristics noticed in those literatures reviewed on employee retention showed that employee
retention validates and authenticates organisational membership (Rono & Kiptum, 2017; Sinha & Sinha,
2012). Employees can decide to change jobs if organisational support is lacking (Rono & Kiptum, 2017).
Employee retention is subject to availability of benefits to employees; consequently, employees’
intention to retain a job with an organisation diminishes when the benefits noticeably sag. Moreover,
female employees were easier to attract by organisation, and they were found as the ones who
appreciated employee retention gestures (Omonijo et al., 2015). Kossivi et al. (2016) considered
employee retention as the overcoming of the factors noted as unfriendly to workforce.

Advantages associated with employee retention include accurate and meaningful human capital
forecasting, well-informed planning, and a stable organisational atmosphere (Allam, 2017). Employee
retention also aids in capturing performance trends (Al-Mamun & Hasan, 2017). Jehanzeb et al. (2015)
argued that employee retention facilitates training and job satisfaction. Kumar and Santhosh (2014)
confirmed that employee retention encourages engagement from various perspectives and creates a
learning curve advantage. Madueke and Emerole (2017) found that employee retention fosters an
inclusive culture in Nigerian banks. Masum et al. (2016) stated that employee retention motivates
employers to offer incentives to keep staff satisfied and maintain a focused team.

Disadvantages associated with employee retention, as identified in the reviewed literature, include the
inconsistency of environmental factors (Gbenu et al., 2014). Abdulraheem and Adebola (2014) explored
the impact of employee turnover in Nigerian higher education, finding that the high turnover rate was
counterproductive and needed addressing. Reducing employee turnover is a challenging task (Wilson et
al., 2016). Turnover intentions were noted to slow down productivity (Brown et al., 2014). Mahdi et al.
(2012) reported that high turnover reflected uncaring management, leading to increased operational
costs. Mathimaran and Kumar (2017) found that failing to retain talented employees made achieving
organisational objectives difficult.

In light of the various dimensions discussed in the literature, the researcher defines employee retention
as the process of ensuring a prolonged, steady, stable, and fulfilling tenure for each member of an
organisation.

2.2. Theoretical Review
2.2.1. Equity Theory

Equity theory was proposed by J. Stacy Adams in 1963. The theory posits that employees seek fair and
equal treatment within an organisation. Employees contribute to their workplaces and expect their
rewards to correspond to the magnitude of their contributions. Essentially, each worker is concerned
with the balance between the inputs they provide and the outcomes they receive, compared to the
perceived inputs and outcomes of others (Adams, 1963). Additionally, other researchers have
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emphasised that fairness is crucial for maintaining relationships within an organisation (Alam et al.,
2013; Dajani, 2015; Ndungu, 2017).

Bao and Wu (2017) found that equity theory is instrumental in fostering smooth relationships within
organisations. They noted that equity theory can be applied to alleviate tension through mechanisms
such as inequality aversion, compensation, stock options, and equity distribution. Béckerman (2015)
supported equity theory and identified two types of errors that can occur in reward administration: Type
I error, where deserving individuals who have exerted high effort are not rewarded, and Type II error,
where undeserving individuals who have exerted low effort are rewarded. It was found that failing to
reward deserving individuals is significantly more detrimental than rewarding undeserving ones.
Balassiano (2012) concurred with equity theory, emphasising the importance of affective organisational
commitment, perceived justice, and perceived equity in any corporate setting. Rodger et al. (1989) also
supported equity theory, discovering that the nature of official relationships can influence interpersonal
attraction and play a significant role in worker equity restoration reactions.

This theory is relevant to this study regarding the working conditions, rewards, recognition, and general
administration of benefits for non-academic staff (NAS) in universities in Lagos State, Nigeria. NAS
has issues with their employers over reward disparities, as established in chapter one. They believe they
are crucial to the administrative functioning of the universities but are not as well-paid as the academic
staff, leading to perceptions of injustice. Therefore, the assumptions of equity theory are pertinent to the
main variables of this study: strategic human resource management practices and employee retention.

2.3. Empirical Review
2.3.1. Strategic Human Resource Management (SHRM) Practices

Strategic human resource management practices have become increasingly entrenched in organisational
structures. Amaeshi (2013) conducted a study examining the influence of strategically integrating
human resource management practices on organisational performance, focusing on Nigeria. The
findings indicated a significant impact of strategic human resource management practices on overall
organisational performance. Particularly, the strategic alignment of recruitment and selection practices
with business objectives was shown to enhance employee satisfaction and retention, thus positively
affecting organisational performance.

In a critical review conducted by Jalagat (2016), the relationship between strategic human resource
management (SHRM) and high-performance working systems (HPWS), and their impact on both
financial and non-financial organisational performance, was affirmed. Similarly, Ali (2017) explored
the correlation between strategic human resource management and organisational performance within
Iraqi oil companies. The study revealed a direct association between strategic human resource
management practices (such as recruitment and selection, training and development, and compensation
and rewards) and organisational performance, attributed to the motivation and retention of employees.
Nuangjamnong and Maj (2017) delved into strategic human resource management practices within
international organisations. Their research, employing statistical methods across various industries and
ownership models, demonstrated a positive impact of human resource practices on organisational
outcomes. Specifically, strategic human resource management practices, measured by job satisfaction
and trust, were found to significantly influence organisational performance.
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2.3.2. Employee Retention

Abdulraheem and Adebola (2014) investigated the ramifications of employee turnover in Nigerian
higher education, employing qualitative methods and conducting interviews with employees of Kwara
State University. The study population constituted the sample size, and it was found that low turnover
rates do not necessarily correlate with high performance and productivity. Additionally, turnover
intentions were found to potentially hinder productivity, with academic staff exhibiting higher turnover
rates compared to non-academic staff. The study recommended conducting exit interviews for departing
staff to identify the reasons behind their departure. In a subsequent study, Gbenu et al. (2014) conducted
a comparative study on management’s retention policies and academic staff turnover in federal and state
higher institutions in Lagos State, Nigeria. Using an ex post facto research design, they found disparities
in turnover rates between federal and state institutions. Recommendations included increased funding
for state-owned institutions, construction of capital projects as a policy matter, creation of career
opportunities, and timely promotion of academic staff.

Rono and Kiptum (2017) surveyed factors affecting employee retention at the University of Eldoret,
Kenya, using a descriptive study design. Their findings indicated a significant relationship between
compensation and employee retention. They recommended improving compensation policies and
providing comprehensive training and career development opportunities to enhance retention.
Regarding the relationship between strategic human resource management practices (SHRMP) and
employee retention, several studies have reported positive and significant relationships (Abdulraheem
& Adebola, 2014; Das & Baruah, 2013, 2015; Gbenu et al., 2014; Kossivi & Kalgora, 2016; Saifullah,
2014). However, other researchers have found no statistically significant relationship between SHRMP
and employee retention (Anastasiou & Papakonstantinou, 2014; Benedict et al., 2009; Kushwaha, 2014;
Peterson, 2009; Yamoah, 2014; Young et al., 2014).

2.3.3. Strategic Human Resource Management and Employee Retention

Extant Studies by Al-Mamun and Hasan (2017), Jalagat (2016), Osinbanjo et al. (2014), Bibu et al.
(2015), as well as David (2013), among other researchers, delved into various aspects of human resource
management. Their studies encompassed factors influencing employee turnover, retention strategies in
business organisations, critical reviews of strategic human resource management and organisational
performance, the strategic use of compensation packages to enhance employee performance and
retention, specific aspects of strategic human resource management in companies from the western
region of Romania, and strategic management concepts and cases focusing on competitive advantage
approaches. One of the observations was that majority of the studies were carried out abroad, which
necessitated the need for similar studies in Nigeria. Furthermore, the studies conducted in Nigeria did
not specifically aim to explore the impact of strategic human resource management practices on
employee retention. The existing reviewed studies failed to assess the influence of strategic human
resource management practices on employee retention, particularly among non-academic staff in the
chosen universities in Lagos State, Nigeria. This gap in the literature became the focus of the present
study.
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3. Methodology

The research employed a survey design, utilising a cross-sectional approach and administering
questionnaires for data collection. Respondents included non-academic staff from the University of
Lagos (UNILAG) and Lagos State University (LASU). Statistical analysis was conducted using
Statistical Package for Social Sciences (SPSS) version 22.0 for all data processing.

3.1. Population and Sample Size

From Human Resources Development Board, UNILAG NAS abridged population = 3,200. From Non-
Academic Staff Establishment, LASU NAS abridged population = 1,742. The summation produced
4,942, The sample size for the study (475) was determined through Krejcie and Morgan (1970) Table.

m 1 University of Lagos
| ? LagosStae Universicy

Figure 1. Percentage of Population

In Figure 1, light blue in the pie chart represents percentage of population obtained from UNIAG, while
orange colour represents percentage of population obtained from LASU. Hence, 3,200 NAS from
UNILAG amounts to 64.75 percent of the total population, while 1,742 NAS from LASU amounts to
35.25 percent.

m University of Lagos

W LagosStae Univer sity

Figure 2. Sample Size Proportionate

From Figure 2, the light blue colour in the pie chart represents the proportion of the sample obtained
from UNIAG, while the orange colour represents the proportion of the sample obtained from LASU.
Accordingly, 308 NAS was computed for UNILAG, while 167 NAS was computed for LASU.
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Figure 3. Conceptual Framework

3.2. Model Specification

A linear mathematical function was modelled for this study:

Y =f (X), Where: Y = Dependent Variable (Employee Retention) symbolised as ER

X = Independent Variable (Strategic Human Resource Management Practices) symbolised as SHRMP
Where: X = SHRMP = (x1, X2, X3, X4)

Where: x; = Human Capital Development (HCD); x> = Compensation Management (CM); x3 =
Employee Stress Management (ESM); x4 = Effective Communication (EC)

Y = Bo+ BIHCD+ B.CM + B;ESM + B4EC+ ei

Above equation aligns with objective of this study.

4. Results

The researcher distributed 475 questionnaires to respondents. Of these, 460 were retrieved and deemed
usable for analysis. Four questionnaires were disqualified due to incompleteness, and eleven were not
returned, resulting in a total of 460 questionnaires suitable for analysis. This corresponds to a response
rate of 96.8%. Therefore, the achieved response rate of 96.8% was deemed sufficient for concluding the
study objectives. Table 4.1 displays the response rate results.

Test of Hypothesis

H,: Strategic human resource management practices have no statistically significant effect on retention
of non-academic staff of selected universities in Lagos State, Nigeria.
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Table 1. Regression Results for the Effect of Strategic Human Resource Management Practices on
Retention of Non-academic Staff of Selected Universities in Lagos State, Nigeria.

Coefficients
Model Unstandardised Standardised t Sig.
Coecfficients Coecfficients
B Std. Error Beta
(Constant) 28.449 2.739 10.387 .000
Strategic human resource 213 .027 .346 7.861 .001

management practices

R =0.346; R*=0.120; F(1,455) = 61.798, p<0.05

a. Dependent Variable: Employee Retention

The regression findings presented in Table 1 indicated a positive and statistically significant relationship
between strategic human resource management practices and employee retention (R = 0.346, R2 =
0.120, F =61.798, p<0.05). These results revealed that 12% of the variance in employee retention could
be explained by strategic human resource management practices. The F ratio, with a value of 61.798
and a significance level of 0.001, indicated a significant linear relationship between the dependent and
independent variables, affirming that strategic human resource management practices contribute to an
increase in employee retention. This underscores the goodness of fit of the regression model. The
derived linear regression equation is as follows:

ER =28.449 + 0.213SHRMP

As per the established regression equation, when considering all factors (human capital development,
compensation management, employee stress management, and effective communication) constant at
zero, the predicted employee retention is 28.449. The beta coefficient was found to be significant (f =
0.213,t=17.861, p<0.05), indicating that for each unit change in strategic human resource management
practices, there is a corresponding change of 0.213 in employee retention.

The regression analysis revealed a positive and statistically significant association between strategic
human resource management practices and employee retention. This suggests that the selected
universities in Lagos State have implemented strategic human resource management practices that
positively impact employee retention, particularly in the areas of human capital development,
compensation management, employee stress management, and effective communication. Consequently,
the null hypothesis, which posited that strategic human resource management practices have no
significant combined effect on the retention of non-academic staff in selected universities in Lagos State,
Nigeria, was rejected.

4.1. Discussion

After examining the combined impact of strategic human resource management practices on employee
retention, the findings of the hypothesis test align with those of Amaeshi (2013), who investigated the
influence of integrating strategic human resource management practices on organisational performance
in Nigeria. Amaeshi’s study revealed that strategic human resource management practices positively
affected overall organisational performance, particularly when recruitment and selection practices were
aligned with business objectives and employees’ satisfaction and retention were prioritised. Similarly,
Jalagat (2016) conducted a critical review of strategic human resource management and organisational
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performance, finding a significant association between strategic human resource management practices
(SHRMP) and high-performance working systems (HPWS), contributing to both financial and non-
financial organisational outcomes. In a separate investigation, Ali (2017) explored the relationship
between strategic human resource management practices and organisational performance in Iraqi oil
servicing companies. The results indicated a direct link between strategic human resource management
practices (including recruitment, selection, training, development, compensation, and rewards) and
organisational performance, driven by a motivated and retained workforce. Additionally,
Nuangjamnong and Maj (2017) examined strategic human resource management across international
organisations, demonstrating its positive impact using statistical methods, particularly through factors
like job satisfaction and trust. Considering the alignment between these previous studies and the current
research, it can be inferred that strategic human resource management practices significantly predict
employee retention. Therefore, based on the analysis and hypothesis testing results, the researcher rejects
the null hypothesis (Ho), which posited that strategic human resource management practices have no
significant effect on the retention of non-academic staff in selected universities in Lagos State, Nigeria.

5. Conclusion and Recommendations

Based on the findings, which indicate a statistically significant impact of strategic human resource
management practices (SHRMP) on the retention of non-academic staff (NSA) in selected universities
in Lagos (B= 0.213, t(459) = 7.861, R2 = 0.129, F(1,455)= 61.798, p <0.05), the study concludes that
the implementation of SHRMP can effectively contribute to the retention of NSA within these
institutions. Based on the study’s findings, the institutions should establish policies that promote the
effective implementation of Strategic Human Resource Management (SHRM) practices, thereby
steering them towards progress and improvement.
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