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ABSTRACT 

This study explores the role of Human Resource Management (HRM) in strategic business 

management and its impact on developing a competitive advantage through human capital in 

Nigeria. The research employs a regression analysis to examine the relationship between HRM, 

strategic business management, and organizational performance in driving business success. 

The results show that human capital, strategic business management practices, and 

organizational performance are significant predictors of competitive advantage. Specifically, 

human capital was found to have the strongest influence, followed by organizational 

performance and strategic business management practices. The model explains 85% of the 

variation in the dependent variable, indicating a strong fit. Multicollinearity, heteroscedasticity, 

and autocorrelation were not significant concerns, and the residuals were normally distributed, 

validating the robustness of the model. The study provides practical implications for 

organizations in Nigeria to invest in HRM and strategic management to improve their 

competitive positioning. Furthermore, the findings suggest that policy interventions aimed at 

strengthening human capital and strategic management frameworks can contribute to 

organizational success and economic development in emerging economies. 

Keywords: Human Resource Management (HRM), Strategic Business Management, 

Competitive Advantage, Human Capital, Organizational Performance 

 

Introduction 

 

The concept of competitive advantage has long been regarded as a critical factor in business 

success. In a world characterized by rapid technological advancement, globalization, and 

changing consumer demands, organizations are increasingly looking for innovative ways to 

maintain and enhance their competitiveness. While several factors contribute to the 

competitiveness of a firm, human capital—comprising the skills, knowledge, experience, and 

abilities of employees—has become a key determinant in achieving long-term success (Barney, 
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1991; Wright et al., 1994). In recent years, the emphasis has shifted toward human capital 

management (HCM) and its role in developing sustainable competitive advantage, particularly in 

developing economies such as Nigeria. 

 

In Nigeria, where businesses face challenges such as economic instability, regulatory 

complexities, and fierce competition, the role of Human Resource Management (HRM) has 

gained prominence as organizations seek to leverage their workforce to enhance productivity, 

innovation, and strategic alignment. Human capital, through HRM practices, is increasingly 

being seen as a strategic asset that can provide organizations with the agility needed to thrive in a 

competitive and uncertain business environment (Becker & Huselid, 1998). This study aims to 

explore how Nigerian businesses can develop competitive advantage through the effective 

management of their human capital. HRM in Nigeria has evolved considerably over the years, 

with businesses beginning to recognize that human resources are not merely a cost but an asset 

that can contribute directly to the strategic goals of the organization. The traditional role of HRM 

as a purely administrative function is being replaced by a more strategic approach, one that 

aligns HR practices with the overall objectives of the organization to enhance performance, 

employee engagement, and business outcomes (Ulrich, 1997). However, despite the growing 

recognition of the importance of human capital, there remains a gap in understanding how HRM 

can be fully leveraged to create competitive advantage in Nigerian organizations. 

 

The need for this research stems from the fact that while global HRM practices have been widely 

studied, less attention has been paid to the context-specific practices in Nigerian organizations. 

Understanding how HRM strategies can contribute to competitive advantage in the Nigerian 

business environment is crucial for both local firms and multinational companies operating 

within the country. 

 

Problem Statement 

 

The concept of competitive advantage has been extensively researched, with various frameworks 

proposing that organizations can gain a competitive edge through a combination of resources, 

capabilities, and strategic positioning. However, the specific role of human capital in fostering 

sustainable competitive advantage in Nigerian business organizations remains underexplored. 

Many Nigerian firms still operate under the assumption that competitive advantage can only be 

derived from tangible assets, such as technology, financial resources, or market positioning, with 

human capital being relegated to a secondary role. This approach often results in the 

underutilization of human resources, particularly in terms of employee development, talent 

retention, and organizational culture. 

 

Moreover, HRM practices in Nigerian organizations often lack alignment with business 

strategies. While HR professionals in Nigeria are increasingly adopting more strategic roles, 
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many organizations continue to maintain HR systems that are disconnected from their core 

business objectives. In many cases, HR practices are reactive rather than proactive, addressing 

short-term needs without considering long-term strategic goals (Kundu & Gahlot, 2018). 

Additionally, the lack of effective human capital development and management systems hampers 

the ability of Nigerian organizations to foster the skills and competencies required for sustained 

competitive advantage. This research, therefore, seeks to address these gaps by examining the 

role of HRM in developing human capital that can help Nigerian businesses gain a competitive 

edge. By focusing on HRM practices such as recruitment, employee development, performance 

management, and talent retention, this study aims to provide insights into how Nigerian 

businesses can leverage human capital to enhance organizational performance and 

competitiveness. 

 

Objectives of the Study 

 

The primary objective of this research is to explore how Nigerian business organizations can 

develop a competitive advantage through the strategic management of human capital. 

Specifically, the study seeks to: 

 

1. Investigate the relationship between human capital and competitive advantage in 

Nigerian organizations. 

2. Examine the role of HRM in aligning human capital with the strategic goals of the 

organization. 

3. Identify HRM practices that contribute to the development and utilization of human 

capital in Nigerian businesses. 

 

Research Questions 

 

The study will seek to answer the following research questions: 

 

1. How does human capital contribute to the competitive advantage of Nigerian 

organizations? 

2. What HRM practices are critical for aligning human capital with the strategic goals of 

Nigerian organizations? 

3. How can HRM practices, such as recruitment, training, performance management, and 

talent retention, be optimized to develop a competitive advantage? 

 

Hypotheses 
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1. Human capital does not contribute to the competitive advantage of Nigerian 

organizations. 

2. HRM practices does not critically aligned human capital with the strategic goals of 

Nigerian organizations. 

3. HRM practices, such as recruitment, training, performance management, and talent 

retention should not be optimized to develop a competitive advantage 

 

 

 

LITERATURE REVIEW 

 

Strategic Management and Competitive Advantage 

 

In the competitive global economy, organizations are increasingly relying on their human 

resources to gain a sustainable competitive advantage. Human capital, defined as the knowledge, 

skills, and experience possessed by an individual, is widely recognized as a crucial determinant 

of an organization's success. In Nigeria, the significance of human capital in achieving business 

success cannot be overemphasized, especially in an environment characterized by economic 

volatility, rapid technological changes, and a need for organizational agility. Human Resource 

Management (HRM), as a strategic function, plays a pivotal role in ensuring that human capital 

is effectively managed and aligned with the overall business strategy. Strategic management is 

the process by which organizations formulate, implement, and evaluate strategies to achieve their 

long-term objectives. Michael Porter’s (1985) theory of competitive advantage emphasizes the 

importance of achieving a unique market position and sustaining that position through cost 

leadership, differentiation, or focus strategies. Human resources play a critical role in helping 

firms achieve these competitive advantages by ensuring that the right talent is recruited, 

developed, and retained. 

 

The concept of sustainable competitive advantage highlights the need for organizations to create 

value in ways that are difficult for competitors to replicate. In this regard, human capital provides 

a potential source of differentiation, particularly in knowledge-based industries. Research by 

Wright, McMahan, and McWilliams (1994) suggests that HRM practices contribute to 

competitive advantage by facilitating the development of unique organizational capabilities that 

are valuable, rare, inimitable, and non-substitutable—factors that form the foundation of 

competitive advantage. 
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The Role of HRM in Strategic Business Management 

 

HRM has evolved from a purely administrative function to a strategic partner in organizational 

management. The strategic role of HRM involves aligning human capital with the organization’s 

strategic objectives and ensuring that employees are managed in ways that contribute to overall 

business success. This alignment can be achieved through a variety of HRM practices, including 

recruitment and selection, training and development, performance management, and employee 

engagement (Ulrich, 1997). 

 

In the Nigerian context, where businesses often face challenges such as skills gaps, high 

turnover, and inadequate infrastructure, HRM must not only focus on the traditional functions of 

hiring and firing but also take a proactive role in developing human capital that can respond to 

the needs of a rapidly evolving market (Olawale & Adebisi, 2016). The HR function in Nigeria 

has to adapt to local conditions while also drawing on global best practices to support 

organizational growth and competitiveness. 
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Recruitment and Selection: Recruitment and selection are critical HR functions that 

significantly impact the development of human capital. In Nigeria, the availability of 

skilled labor is often a challenge, as many industries face a shortage of professionals with 

the necessary qualifications and experience (Nwachukwu & Ihediwa, 2013). Therefore, 

HRM must focus on attracting and selecting the right talent from both domestic and 

international pools. Effective recruitment and selection processes help organizations 

identify candidates with the potential to contribute to the achievement of strategic goals 

and create a competitive advantage. In Nigeria’s diverse labor market, HR managers must 

also consider factors such as cultural fit, adaptability, and motivation when recruiting 

talent. Research by Akintoye (2015) highlights the importance of tailoring recruitment 

strategies to the local context while also ensuring that companies do not miss out on global 

talent that could bring new perspectives and innovative ideas. 

Performance Management and Firm’s Competitive Advantage 

Effective performance management is another key HRM function that contributes to 

developing a competitive advantage. In the Nigerian business context, performance 

management systems need to be designed to address the challenges of managing diverse 

workforces across different sectors and regions. A well-structured performance 

management system can help organizations identify high performers, provide regular 

feedback, and ensure that individual goals are aligned with the organization’s strategic 

objectives. According to Okpara (2016), performance management systems in Nigerian 

companies should be designed to measure not just individual performance but also team 

and organizational performance. The focus should be on creating a culture of 

accountability and continuous improvement, where employees are motivated to contribute 

their best efforts toward organizational success. 

Armstrong (2005: 495) declares that performance management provides for improvement and 

personal development plans. It provides the setting for on-going dialogues about performance 

that involves the joint and continuing review of achievements against objectives, requirements 

and plans. Legged (2008:33) adds that performance management is concerned with inputs and 

values. The inputs are the knowledge, skills and behavior required to produce the expected 

results. Development needs are identified by defining these requirements and assessing the 

extent to which the expected levels performance has been achieved through the effective use of 

knowledge and skills and through appropriate behavior that upholds core values. 

Armstrong (2005: 492) opines that performance management is a continuous and flexible 

process which involves managers and those whom they manage acting as partners within a 

framework that sets out how they can best work together to achieve the required results. Smith 

(2008: 241) bases performance management on the contract and agreement rather than 

management by command. It relies on consensus and co-operation rather than control or 
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correction. Dessler (2004:313-348) insists that performance management refers to managing all 

elements of organizational process that affect how well employees perform. The performance 

management process may thus encompass goal setting, workers selection and placement, 

performance appraisal, compensation, training, development and carrier management. In other 

words, all those part of the human resource process that affects an employee’s performance. 

Performance management thinking according to Neale (1996:173) should produce an integrated 

performance management oriented system. With this system, management designs all the firm’s 

human resources from job design to recruiting, selecting, training, compensating and then 

appraising with the specific aim of improving employee’s performance relative to the company’s 

overall goals. 

 

Armstrong (2005:485) points out that performance management is concerned with improving 

individual and team performance. Managers cite performance appraisals or annual review as one 

of their disliked tasks. Performance management eliminates performance appraisal or annual 

review and evaluation as the focus and concentrate instead on the entire spectrum of performance 

management and improvement strategies. Employees performance development, training, cross- 

training and more are included in an effective performance management system. Mitra (2006:65) 

sees performance management to include processes that effectively communicate company 

aligned goals, evaluate employee performance and reward them fairly. Simply put, performance 

management encompasses activities which ensure that goals are consistently being met in an 

effective and efficient manner according to Fletcher and William (2006:35). 

 

Training and Development and Strategic Business Management 

Training and development are essential HRM practices for enhancing the skills and 

competencies of employees. Given the rapid technological changes in Nigeria’s business 

environment, organizations must continuously invest in the development of their human capital. 

By providing employees with the opportunity to upgrade their skills, businesses can enhance 

productivity, foster innovation, and improve overall performance (Armstrong, 2006). Dessler 

(2008), sees training further, as the means of giving new or current employees the skills they need 

to perform at their various jobs. Continuing, he sees training as the hall mark of good 

management and thus when managers ignore training, they are doing so to the great disadvantage 

of the organizations they are managing. This is because having high potential employees do not 

still guarantee they will perform on the job. This is why every employee must know what 

management wants him to do and how he must do it. Training therefore has had a fairly 

impressive record of influencing organizational effectiveness. 

Training and development programs should be designed to address both current and future 

skill requirements. In the Nigerian context, this could include technical skills, leadership 

development, and soft skills such as communication and teamwork. Moreover, organizations must 
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ensure that their training programs are aligned with their strategic objectives, so that employees’ 

capabilities contribute directly to competitive advantage (Guthrie, 2001). According to Dessler 

(2008), even when employees are carefully selected, it does not still guarantee totally acceptable 

performance from the employees. This is because while the potential of an employee to perform 

is one thing, performing is another and therefore an employee with a high potential to perform 

may not still perform his job if he does not go through training and development. This is why 

training of newly employed starts with organizational orientation. 

Cole (2004), postulates that human resources are the most dynamic of all the 

organization’s resources and therefore they need considerable attention from the organization’s 

management, if the it human resource are to realize their full potential in their work. Training and 

development activities just as most other activities in an organization depended on the policies 

and strategies of the organization. An organization with a well organized training would refer to it 

as “systematic training” which is why job descriptions are inevitable during the recruitment and 

selection process. Furthermore, in establishing what training and development needs an 

organization has must start with a job description and later performance appraisal. 

In part III (Protection of Employment) of the Labour Act 2003, Act 651 section 10 (Rights 

of a worker), it states that “the rights of a worker include the right to be trained and retrained for 

the development of his work and to receive information relevant to his work. DeCenzo & 

Robbins (2000), explain training as a “learning experience, in that, it seeks a relatively permanent 

change in an individual that will improve his ability to perform on the job”. This mean training 

must be designed in such a way that, it will involve the either the changing or enhancing of skills, 

knowledge, attitudes, and social behavior. This change or enhancement of skills, knowledge, 

attitudes, and social behavior could involve what the employee knows, how he works, his 

relations and interactions with co-workers and supervisors. 

Employee Engagement and Retention 

 

Employee engagement refers to the level of emotional commitment and involvement employees 

have toward their organization. Engaged employees are more likely to be productive, innovative, 

and committed to the success of the organization. In Nigeria, where turnover rates in certain 

industries can be high due to factors such as limited career advancement opportunities and 

inadequate compensation packages, HRM must focus on developing engagement strategies that 

increase job satisfaction and employee loyalty. 

 

Research by Macey and Schneider (2008) suggests that HRM practices aimed at enhancing 

employee engagement—such as offering career development opportunities, recognizing 

achievements, and providing a positive work environment—can lead to improved performance 

and a sustainable competitive advantage. In Nigeria, where the labor market is highly 
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competitive, organizations that invest in employee engagement and retention are more likely to 

retain top talent and reduce the costs associated with turnover (Gberevbie, 2012). 

 

Challenges in HRM and Human Capital Development in Nigeria 

 

The Nigerian labor market presents several challenges for HRM, particularly in terms of the 

availability of skilled labor. Many industries in Nigeria, such as manufacturing, healthcare, and 

information technology, face shortages of qualified professionals, which makes it difficult for 

organizations to fill critical positions (Olubayo-Fatiregun & Adeniji, 2012). Furthermore, the 

brain drain phenomenon, where highly skilled Nigerian professionals migrate to other countries 

for better opportunities, exacerbates the skills gap. HRM in Nigeria must address these 

challenges by focusing on attracting, developing, and retaining local talent. This may involve 

collaborating with educational institutions to enhance the employability of graduates, offering 

competitive salaries and benefits, and creating a conducive work environment that encourages 

professional growth. 

 

In Nigeria, HRM practices are often influenced by regulatory and institutional constraints, such 

as labor laws, taxation policies, and government regulations. These factors can affect how 

businesses manage their human capital and design HRM strategies. For example, labor unions in 

Nigeria are particularly active in sectors such as oil and gas, education, and healthcare, and can 

exert significant influence on HR practices (Ogunyemi & Olayemi, 2014). HR managers must 

navigate these constraints while ensuring compliance with labor laws and regulations. 

Additionally, HRM strategies must be adaptable to changes in the regulatory environment to 

minimize risks and ensure that the organization remains competitive. The organizational culture 

in Nigeria may sometimes hinder the effective implementation of HRM practices. In some 

Nigerian organizations, there is a tendency for management to adopt autocratic leadership styles, 

which can limit employee participation and reduce morale (Adeleke, 2014). HRM in Nigeria 

must focus on creating an organizational culture that supports innovation, open communication, 

and collaborative work, which are essential for developing human capital and maintaining a 

competitive advantage. 

 

Leadership development is also a critical area of focus for HRM in Nigeria. Effective leaders can 

inspire employees, foster a culture of continuous improvement, and align human capital with the 

strategic goals of the organization. Therefore, HRM must invest in leadership development 

programs that build the capabilities of current and future leaders to drive organizational success. 

Human capital is an essential resource for organizations seeking to develop a competitive 

advantage in the global market. In Nigeria, HRM plays a strategic role in ensuring that human 

capital is effectively developed, managed, and aligned with organizational goals. This literature 
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review highlights the various HRM practices, including recruitment, training and development, 

performance management, and employee engagement, which contribute to the development of 

human capital and the creation of a sustainable competitive advantage. Despite the challenges 

faced by HRM in Nigeria, such as skills shortages, regulatory constraints, and cultural barriers, 

the strategic management of human capital remains a critical determinant of business success. By 

adopting best practices in HRM, Nigerian organizations can enhance their human capital 

capabilities and position themselves to succeed in an increasingly competitive business 

environment. 

 

Theoretical Framework 

 

Human Capital Theory 

 

Human capital theory, initially introduced by economists such as Gary Becker and Theodore 

Schultz, posits that individuals invest in education and training to increase their skills and, 

consequently, their productivity and economic value. This theory underlines the idea that human 

resources are an essential asset for organizations, and by developing this asset, companies can 

achieve a competitive edge. Human capital, therefore, encompasses not only the intellectual and 

technical skills of employees but also their creativity, problem-solving abilities, and leadership 

potential (Becker, 1964). In the context of Nigeria, where the economy is in transition and 

characterized by rapid growth in sectors like technology and services, human capital has become 

increasingly important. Nigerian organizations, especially in the private sector, are leveraging 

human capital as a strategic resource to enhance organizational performance and gain 

competitive advantages (Olaniyan & Okemakinde, 2008). 

 

METHODOLOGY 

 

Research Design 

 

A descriptive and correlational design is used to understand the relationship between HRM 

practices and competitive advantage. Descriptive analysis evaluates current HRM practices, 

while correlation analysis links these practices to business performance indicators such as 

profitability and productivity (Teece, Pisano, & Shuen, 1997). 

 

Population of the Study 

 

The study targets employees and management from various Nigerian businesses in sectors like 

manufacturing, services, finance, and retail, focusing on organizations with established HR 
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functions in urban centers (Adeniyi, 2010). This diverse sample ensures a broad perspective on 

HRM practices across industries. 

 

Sample Size and Sampling Technique 

A sample of 300 respondents is selected using stratified random sampling to ensure diverse 

representation across sectors and job categories. This technique helps achieve statistical accuracy 

while maintaining diversity in the sample (Creswell, 2014). 

 

 

 

Data Collection Instruments 

Data is collected through structured questionnaires to gather quantitative data on HRM practices, 

alongside in-depth interviews with HR managers and business leaders to gain qualitative insights 

into strategic HRM roles (Sekaran & Bougie, 2016). 

 

Data Collection Procedure 

 

The study collects data in two stages: distributing questionnaires to employees and managers, 

followed by interviews with HR managers and leaders. The process spans two months to ensure 

sufficient responses (Bryman, 2016). 

 

Validity and Reliability of Instruments 

 

The instruments are reviewed by HRM experts for validity and tested through a pilot study to 

assess reliability, with adjustments made as needed based on the results. Construct validity, 

content validity, and face validity are specifically considered (Kumar, 2011; Field, 2013). 

 

Data Analysis Techniques 

 

Quantitative data is analyzed using descriptive statistics and correlation analysis, while 

qualitative data is analyzed through thematic analysis. This mixed-methods approach provides a 

comprehensive understanding of HRM’s role in business strategy (Creswell & Poth, 2017; Braun 

& Clarke, 2006). 

 

Result and Discussions 

Table 1: Regression Output 

Coefficient Value 

Intercept 4.72 
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Coefficient Value 

HRM (Human Capital) 0.58 

Strategic Business Mgmt 0.31 

Organizational Performance 0.45 

R-squared 0.85 

F-statistic 15.62 

p-value (F-statistic) 0.0001 

 

Regression Output, the intercept is 4.72, which represents the baseline value of the dependent 

variable when all independent variables (HRM, strategic business management, and 

organizational performance) are set to zero. In practical terms, this baseline could reflect the 

level of organizational performance when HRM and strategic management practices are not yet 

influential. The coefficient for HRM (Human Capital) is 0.58, indicating that for every unit 

increase in human capital, the dependent variable (such as competitive advantage or 

organizational performance) increases by 0.58 units, assuming other factors remain constant. 

Similarly, Strategic Business Management has a coefficient of 0.31, meaning that an increase in 

strategic business management practices by one unit is associated with a 0.31 unit increase in the 

dependent variable, holding other factors constant. The coefficient for Organizational 

Performance is 0.45, suggesting that improving organizational performance by one unit results in 

a 0.45 unit increase in the dependent variable. The R-squared value of 0.85 indicates that 85% of 

the variation in the dependent variable can be explained by the independent variables, signifying 

a strong model fit. The F-statistic of 15.62 with a p-value of 0.0001 confirms that the model is 

statistically significant, and at least one of the predictors contributes meaningfully to explaining 

the variation in the dependent variable. 

 

 

 

Table 2: Regression Statistics 

 

Statistic Value 

R-squared 0.85 

Adjusted R-squared 0.83 

Standard Error of Estimate 2.45 

F-statistic 15.62 

p-value (F-statistic) 0.0001 

Durbin-Watson Statistic 2.04 
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Regression Statistics, both R-squared (0.85) and Adjusted R-squared (0.83) are high, reinforcing 

the model’s good fit. The Standard Error of Estimate of 2.45 indicates the average deviation of 

the observed data from the regression line, with a lower value suggesting better accuracy of the 

model's predictions. The Durbin-Watson statistic of 2.04 shows no significant autocorrelation in 

the residuals, as values near 2 are ideal. 
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Table 3: Multicollinearity Diagnostics 

 

Variable VIF Tolerance 

HRM (Human Capital) 1.25 0.80 

Strategic Business Mgmt 2.10 0.48 

Organizational Performance 3.18 0.31 

Average VIF 2.18  

 

 

 

Multicollinearity Diagnostics shows that the Variance Inflation Factors (VIF) for the 

independent variables range from 1.25 to 3.18, which indicates no severe multicollinearity. This 

suggests that the predictors—HRM, strategic business management, and organizational 

performance—are not highly correlated with each other and can each contribute uniquely to 

explaining the dependent variable. The Tolerance values, ranging from 0.31 to 0.80, also support 

the conclusion that multicollinearity is not a significant issue. 

 

Table 4: Residual Statistics 

 

Statistic Value 

Mean of Residuals 0.02 

Standard Error of Residuals 1.98 

Maximum Residuals 3.65 

Minimum Residuals -3.89 

Durbin-Watson Statistic 2.04 

 

 

 

Residual Statistics provides insight into the model's accuracy. The Mean of Residuals is 0.02, 

indicating that the residuals are nearly centered around zero, which is ideal. The Standard Error 

of Residuals is 1.98, meaning the data points are, on average, 1.98 units away from the predicted 

values. The Maximum and Minimum Residuals values (3.65 and -3.89, respectively) suggest that 

the model's predictions are fairly close to actual values, as these deviations are relatively small. 
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Table 5: Model Validation 

 

Statistic Value 

Cross-Validation Score 0.82 

Mean Absolute Error (MAE) 0.92 

Mean Squared Error (MSE) 2.56 

 

 

Model Validation, the Cross-Validation Score of 0.82 suggests that when the model is applied to 

unseen data, it explains 82% of the variance, demonstrating strong predictive performance. The 

Mean Absolute Error (MAE) of 0.92 means the average error in predictions is 0.92 units, and the 

Mean Squared Error (MSE) of 2.56 shows the average squared difference between predicted and 

actual values. Lower MAE and MSE values imply better model performance. 

 

Table 6: Heteroscedasticity Test 

 

Test Statistic p-value 

Breusch-Pagan Test 0.03 0.874 

White's Test 0.05 0.823 

 

 

 

Heteroscedasticity Test reveals that both the Breusch-Pagan Test and White’s Test have p-values 

greater than 0.05, indicating no evidence of heteroscedasticity. This means the residuals have 

constant variance across the levels of the independent variables, a crucial assumption for 

regression models. 

 

Table 7: Final Diagnostics 

 

Diagnostic Statistic 

Shapiro-Wilk Test (Normality of Residuals) 0.94 

Ljung-Box Test (Autocorrelation) 0.24 

Jarque-Bera Test (Skewness & Kurtosis) 0.67 

 

Final Diagnostics presents tests for normality and autocorrelation in the residuals. The Shapiro- 

Wilk Test has a p-value of 0.94, confirming that the residuals are normally distributed, which is 
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an important assumption for the validity of the regression results. The Ljung-Box Test for 

autocorrelation shows a p-value of 0.24, suggesting no significant autocorrelation. The Jarque- 

Bera Test, with a p-value of 0.67, further supports that the residuals do not significantly deviate 

from normality. 

 

Implications of Findings 

 

The findings from the regression analysis of developing a competitive advantage through human 

capital and the roles of HRM in strategic business management in Nigeria have several 

implications for both theory and practice. 

 

The analysis reveals a strong positive relationship between HRM (Human Capital) and the 

dependent variable, with a coefficient of 0.58. This suggests that investments in human capital 

are crucial for achieving competitive advantage and improving organizational performance. This 

finding aligns with previous studies, which argue that human capital is a key determinant of 

organizational success (Becker, 1993; Wright et al., 2001). Organizations should prioritize 

training, recruitment, and employee development as central components of their strategic 

management processes. According to Barney (1991), human capital can serve as a source of 

sustainable competitive advantage when effectively managed. 

 

The relationship between Strategic Business Management and organizational performance, 

with a coefficient of 0.31, underscores the importance of aligning business strategies with 

effective management practices. This finding is consistent with the strategic management 

literature, which emphasizes the role of strategic decision-making in achieving competitive 

advantage (Porter, 1985). Strategic management allows firms to navigate complex market 

environments, enabling them to adapt to external challenges while optimizing internal resources. 

 

The coefficient for Organizational Performance (0.45) highlights that improving 

organizational performance is directly linked to enhanced business outcomes. This aligns with 

the research of Kaplan and Norton (1992), who developed the balanced scorecard framework, 

which emphasizes the importance of measuring and improving organizational performance 

across multiple dimensions. This finding suggests that Nigerian businesses should focus on 

optimizing both operational efficiency and employee productivity to improve overall 

performance. 

 

The findings also suggest important policy implications. Given the strong relationship between 

human capital development and competitive advantage, policymakers in Nigeria should focus on 

creating policies that support the development of skills and capabilities in the workforce. This 

might include promoting education and vocational training programs, encouraging partnerships 

between industry and educational institutions, and providing incentives for businesses to invest 

in employee development (Mincer, 1991). 
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Conclusion 

 

The findings from this analysis have significant implications for both theory and practice. They 

emphasize the critical roles of human capital, strategic management, and organizational 

performance in creating a sustainable competitive advantage. The results are consistent with 

existing literature on strategic management and human resource management and suggest that 

businesses in Nigeria can benefit from focusing on these areas to enhance their overall 

performance and competitiveness. For policymakers, the findings underscore the importance of 

supporting HRM initiatives and strategic management frameworks to foster economic growth 

and development. 

 

Recommendations 

 

The results suggest that HRM and strategic management should be treated as core business 

functions that directly influence the organization’s ability to compete. Decision-makers in 

Nigerian firms should ensure these practices are integrated into their strategic planning 

processes. 

 

Companies should adopt comprehensive performance management systems that focus on key 

performance indicators (KPIs), monitoring performance regularly, and providing feedback and 

training to employees. Performance-based incentives can also help align individual goals with 

organizational objectives. 

 

Organizations in Nigeria should enhance their HRM strategies by focusing on skill development, 

employee engagement, and talent retention. By doing so, they can improve both individual and 

organizational performance. 

 

Nigerian firms must integrate strategic management frameworks into their business practices, 

focusing on long-term planning, market analysis, and responsiveness to change. This could 

involve adopting strategies such as differentiation, cost leadership, or focus strategies to 

strengthen market positioning. 
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