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ABSTRACT

Thissuvey critically examinestheinfluence of strategic management on empl oyees
performance in Osun State, Nigeria. The purpose of this study isto determine the
role strategic management plays in motivating employees towards higher and
increased performance. The population were categorized into top level, middle
level and lower level of the employees of Zenith Bank Plc in Osun State which
was made up of 150 staff. One hundred copies of questionnaire were administered
to a category of randomly selected staff in Zenith Bank Plc I1e-Ife Osun Sate. Out
of this sample size, only 72 copies of questionnaire were retrieved from the
respondents. Primary data collection through standardized questionnaire was
utilized in this study. Frequency distribution and percentage were used to analyse
the data. The analysis of the data resulted into some findings which includes that
strategic management hasan important roleto play in the motivation of employees,
strategic management accounts largely for employee motivation in Osun state, it
is also an effective tool for motivating employees and that the motivation of
employees varies among individual s as different people are motivated differently.
Keywords. Srategic management, employees’ performance

INTRODUCTION

In every organization, standard employee performance iskey and isrequired in the
achievement of efficiency and effectiveness of goals attainable. However, based on
generdization, theeffortsput by employeesin performanceremain unstisfactory inachieving
the goals of the organization. Thus, most managers and top executives of various
organizationsarefacing thisdilemma. In order to efficiently and effectively managetheir
human resources or employees so asto maximizetheir performance on thejob they have
thought it wiseto seek refugein strategic management. Strategic management isthe set of
manageria decisonsand actionsthat determinesthelong-run performance of acorporation.
Itindudesenvironmenta scanning (both externd andinternd), strategy formulation (Srategic
or long range planning), strategy implementation, eva uation and control.

To understand strategic management, it isbest tofirst explain the meaning and
importanceof strategy in an organization. A strategy inbusinessadminigtrationisthegame
plan that the management of any busi ness organi zation usesto stake out amarket position,
attract and retain customers, compete successfully, conduct operations and achieve
organizational objectives. Strategy answersaset of questions confronting organizations,
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someof whichinclude: What type of goodsto produce?\Which segment of themarket to
serve? How to deal with competition?What arewe out to achieve? Strategic management
isthereforethe process of gal vanizing an organi zation’ sresourcestowards crafting and
implementing astrategy. The outputs of strategic management are decisionsand actions
which affect thelong term performance of the organization. Strategic management has
now evolvedtothepoint that itsprimary va ueisto hel p the organi zation operate successfully
indynamic, complex environment. To becompetitivein dynamic environment, corporations
haveto becomelessbureaucratic and moreflexiblein dealing with employees.

In stable environments such asthose that have existed in the past, acompetitive
strategy Smply involved defining acompetitive position and then defending it. Becauseit
takeslessand lesstimefor one product or technology to replace another, companiesare
finding that thereare no such thing as competitive advantage but asustai nable competitive
advantage. Corporations must devel op strategic flexibility: the ability to shift fromone
dominant strategy to another. Strategic flexibility demandsalong term commitment tothe
development and nurturing of critical resources (personnel). It also demandsthat the
company become alearning organi zation: an organi zation skilled at creating, acquiring,
and transferring knowledge and at modifying its behaviour to reflect new knowledgeand
ingghts. Learning organi zationsavoid stability through continuous self-examinationsand
experimentations. Peopleat al levels, not just thetop management, need to beinvolvedin
Srategic management: scanning theenvironment for critical information, suggesting changes
to strategies and programsto take advantage of environmental shifts, and workingwith
othersto continuously improvework methods, procedures and eva uation techniques.

Organizationsthat utilize strategic management style are more organized, more
enduring and morefecund than thosethat do not use strategic management. An exampl e of
such approach isthe contingent strategy which arenot detailed enoughto achievecertain
targets, stating that thereisno oneWay to achieving aspecific god. Hence, thisstudy ams
to establish how much strategic management approach isbe ng used in banksto influence
effectiveemployees performanceinlle-Ife Osun State, Nigeria. Based ontheforegoing,
thefollowing questionswererai sed to guidethe study.

l. Does strategic management account largely for employee performance in
organizetions?

2. What roledoes strategic management play ininfluencing employeeshigher and or
increased performance?

3. What arethe benefits of utilizing strategic management asatool for influencing
employees performance?’

4. How effective and efficient is strategic management in influencing employees
performancein organizations?
5. I sstrategic management aproper tool for influencing or motivating employeeinto

higher of increased performance?
Thisstudy isconducted to enlighten managers, woul d-be managers, human resources
managers, top executives, aswell asemployeeson theinfluence of strategic management
onemployee' sperformanceand how it hel psinimproving, influencing, motivating or even
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discouraging employeesin achieving the overall goal s and objectives of the business
organization. It a so explainsand portrays how strategic management can beused asa
tool in maintaining standard and improved empl oyee performance.

THE PLACE OFSTRATEGY INSTRATEGIC MANAGEMENT

Strategy hasbeen defined in other waysby the many writerson thissubject, for example:
Strategy isthe determination of the basiclong-term goal sand objectives of an enterprise,
and the adoption of coursesof action and thealocation of resourcesnecessary for carrying
out these goals (Chandler, 1962). Strategy isthedirection and scope of an organization
over thelonger termidedlly, which matchesitsresourcesto itschanging environment, and
in particular, to itsmarkets, customers and clientsto meet stakehol derS expectations
(Johnson and Scholes, 1993). The concept of strategy isbased onthree subsidiary concepts:
competitive advantage, distinctive capabilitiesand Strategicfit.

The concept of competitive advantage was formulated by Porter (1985).
Competitive advantage, Porter assarts, arisesout of afirm creating valuefor itscustomers.
Toachieveit, firmsselect marketsin whichthey can excel and present amovingtarget to
their competitorsby continualy improving their position. Porter emphasi zed theimportance
of: differentiation, which consstsof offering aproduct or servicethat isperceivedindustry-
wiseasbeing unique' ; and focus seeing aparticular buyer group or product market * more
effectively or efficiently than competitorswho compete more broadly’ . Hethen devel oped
hiswell-known framework of three generic strategiesthat organizationscan usetogain
competitiveadvantage. Theseareinnovation, being the unique producer; quaity, ddivering
high-quality goodsand servicesto customers, and Cost |eadership, the planned result of
policiesaimed at managing away expense . A distinction hasbeen made by Barney (1991)
between the competitive advantagethat afirm presently enjoysbut otherswill be ableto
copy, and sustai ned competitive advantage, which competitors cannot imitate. Thisleads
to theimportant concept of distinctive capabilities.

AsKay (1993) comments:. * The opportunitiesfor companiesto sustain competitive
advantage aredetermined by their capabilities A distinctive capability or competencecan
be described asanimportant featurethat in Quinn’s (1978) phrase* confers superiority on
theorganization?K ay (1993) extendsthisdefinition by emphasizing thet thereisadifference
between di stinctive capabilitiesand reproducible capabilities. Distinctive capabilitiesare
those characteristicsthat cannot bereplicated by competitorsor can only beimitated with
great difficulty. Reproducible capabilities are those that can be bought or created by any
company with reasonable management skills, diligence and financial resources. Most
technical capabilitiesarereproducible.  Distinctive capabilities or core competences
describewhat the organizationisspecialy or uniquely capableof doing. They arewhat the
company does particularly well in comparison with itscompetitors. Key capabilitiescan
exist in such areas astechnol ogy, innovation, marketing, delivering quality, and making
good use of human and financial resources. If acompany isaware of what itsdistinctive
capabilitiesare, it can concentrate on using and devel oping them without diverting effort
into lessrewarding activities. It can beargued that the most distinctive capability of al is

International Journal of Finance and Management in Practice, Volume 3, Number 1, June 2015 3

ISSN: 2360-7459



that represented by theknowledge, skills, expertise and commitment of theemployeesof
theorganization. Thisbelief providesthebas sfor the philosophy of strategic humanresource
management. Four criteriahave been proposed by Barney (1991) for deciding whether a
resource can beregarded asadistinctive capability or competency: valuecreationfor the
customer; rarity compared to the competition; non-imitability; Non-substitutability. The
concept of distinctive capability formsthe foundation of the resource-based approach to
strategy. The concept of strategicfit statesthat to maximize competitiveadvantageafirm
must match its capabilities and resourcesto the opportunities availablein the external
environment. Fundamentally, strategy isabout defining intentions (strategic intent) and
achieving strategicfit by all ocating or matching resourcesto opportunities (resource-based
drategy). Theeffective devel opment andimplementation of strategy dependsonthedrategic
cgpability of the organization, whichwill includethe ability not only to formul ate strategic
goasbut a so to devel op and implement strategi ¢ plansthrough the processes of strategic
management and strategic planning. Initssmplest form, stirategy could be described asan
expression of theintentionsof the organization - what it meansto do and how. Strategic
intent could beavery broad statement of vision or mission and/or it could morespecificaly
spell out the goal sand objectivesto be attained over thelonger term. The strategic intent
sequence has been defined by Miller and Dess(1996) as:

I. A broad vision of what the organi zation should be,

. Theorganization'smission,

. Specific goals, which areoperationalized as,

V. Strategic objectives.

Resource-Based Strategy: The resource-based view of strategy isthat the strategic
capability of afirm dependson itsresource capability. Resource-based strategy theorists
such as Barney (1991) argues that sustained competitive advantage stems from the
acquisition and effective use of bundlesof distinctive resourcesthat competitors cannot
imitate. Boxal (1995) arguesthat competitive successdoes not comesimply frommaking
choicesinthe present; it stemsfrom building up distinctive capabilities over significant
periodsof time.

Strategic Capability: Strategic capability isaconcept that refersto the ability of an
organizationto develop and implement Strategiesthat will achieve sustained competitive
advantage. It istherefore about the capacity to select the most appropriate vision, to
defineredigticintentions, to match resourcesto opportunitiesand to prepare and implement
strategic plans. The strategic capability of an organization depends on the strategic
capabilitiesof itsmanagers. Peoplewho display high level sof strategic capability know
wherethey are going and know how they are going to get there, They recognizethat,
athough they must be successful now to succeed inthefuture, it isalwaysnecessary to
create and sustain asense of purpose and direction. Strategic management meansthat
managersarelooking ahead at what they need to achieveinthemiddleor relatively distant
future. 1t deal swith both endsand means. Asan end it describesavision of what something
will look likein afew years time. Asameans, it showshow it isexpected that thevision
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will berealized. Strategic management isthereforevisionary management, concerned with
creating and conceptualizing ideas of wherethe organization should begoing. Butitisalso
empirica management, which decideshow in practiceitisgoing to get there. Thefocusis
onidentifying the organization’s mission and strategies, but attentionisalso giventothe
resource base required to makeit succeed. Managerswho think strategically will have
abroad and long-term view of wherethey aregoing. But they will also beawarethat they
areresponsiblefirst for planning how to al ocate resourcesto opportunitiesthat contribute
to theimplementation of strategy and, second, for managing these opportunitiesinways
that will add valueto theresultsachieved by thefirm.

TheReality of Strategic M anagement

Theredlity of strategic management isthat managers attempt to behave strategically in
conditionsof uncertainty, change and turbulence, even chaos. The strategi c management
gpproachisasdifficult asitisdesrable, and thishasto bebornein-mind when consderation
isgiventotheconcept of srategic HRM asdescribed inthischapter inexplainingemployee's
performancein light of strategic management. It involvesenvironmental scanning (both
external andinternal), strategy formulation (strategic or long range planning), strategy
implementation, and evaluation and control. Trangating into asimpleword, it can be
understood asaprocessof strategy formulation, implementation and eval uation according
tothefigurel. Itisaway to gain competitive advantagesfor an organization. Regardlessof
thesze, thescale, every organization needsto adopt awel | -planned strategi c management
to surviveand competein the market and try to optimizefor tomorrow following thetrend
of today. Thisisalso the purpose of strategic management. After having an overview of
strategic management, we should figure out the process of formulating the strategy.

Environmental Scanning (strategic analysis): Itspurposeisclear. That istoidentify
strategic factors- Though scanning the environment which containsexterna and interna
elements; you can set up thefuture of the company. Aswe seeinthe abovediagram, there
aremany variablesin the environment scanning, such associo-cultural forces, economic
forces, political legal forces, technol ogical forcesand so on. Threekindsof analysiscanbe
used for environment scanning. Theseare SystematicAnalysis, SynthesisAnalysisand
SWOT Andysis.

Srategy Formulation: Strategy formulationisthe devel oping phase of long-term plans
for theeffective management of environmenta opportunitiesand threatson the principleof
companies’ strengths and weaknesses. It definesthe organi sation’ s mission, objectives,
strategiesand policy guideines.

Mission: That businessmissionisso rarely given adequate thought is perhapsthe most
important single cause of businessfrustration.” Misson describeswhat theorganizationis
now. It emphasizesthe current situation and goals.

Vision: Visionisused to describewhat the company would liketo becomein thefuture.
Inthe other words, it isreferred to management’ sstrategic vision of thefirm’sfuture.
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Objective: Objectivesarethefinal resultsof planned activity. They should be stated as
action verbsand tell what isto be accomplished by when aquantified if possible. The
objective specifiesthe organi zation’smission.

Goal: A company might establishitsgoalsand objectivesin many areaswhichinclude
profitability (net profits), efficiency (low costs), growth (increasein total sales, assets),
shareholder wealth, reputation, contributions to employees (wages, diversity) and
contributionsto society (taxes paid, participationin charities).

Strategy: 1t maximizes competitive advantage and minimizes competitive disadvantage.
Strategy can be divided into three types. Companies should use them simultaneously.
Thereisahierarchy of strategy whichisanesting of one strategy within another so that
they complement and support oneanother. Thefirst hierarchy iscorporate strategy, while
the second hierarchy isbusinessstrategy and thethird hierarchy isfunctional strategy. In
other words, thereisametaphor to describe the rel ationship between corporate strategy
and businessstrategy. If corporate strategy islikeabigfamily, thenthebusinesssirategy is
likemany childrenof it.

Policy: Policiesarethelast but important e ement in strategy formulation.

Strategy | mplementation: When you have strategies and polices, you need put them
into action through the devel opment programs, budgets and procedures. Thisprocessis
called grategy implementation. It might contain changeswithintheoverall structure, culture,
and management system of the entire company. The programmes, budgetsand procedures
arethree approachesin the strategy implementation. Also, abudget isastatement of a
corporation’sprogramsintermsof money. Itisused in planning and control, abudget lists
thedetailed cost of each program.

Evaluation and control: After implementation period, how can we know whether the
resultisgood or not? Thereforewe cannot skip evaluation and control. It isaprocessin
which company activitiesand performanceresultsaremonitored so that actud performance
can be compared with desired performance. Evaluation needsfeedback aswell. Inorder
to havean understanding of how strategic management influencesempl oyees performance,
itisparamount to investigate the human resource management of an organization, which
hel psto link the performance of employeesin an organization with that of the strategies
enacted by the organization to meet futuregoals. Here, employees performancerefersto
thetotdity of the organizationsperformance. Thus, management of the human resource of
an organi zation caninfluence the outcome of the organi zations performanceasaWhole,
thereby promoting distinctive competencies and attaining a sustainable competitive
advantage. Therecould bealot of thingsthat can influencethe performance of employees
inan organization. However, thefocusof thiswork ison strategic management and how it
affectsthe performance of employeesin an organization. It isof no doubt that strategic
management has various benefits some of which arethat: it givestheorganization asa
Wholedirection; it hel psacompany have an edge over itscompetitors; it ensuresthat all
departmentsfound in an organi zation tend to show adequate skillsand competency. In
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order to derive these benefits, consideration should be faced at the human resource
management of the organization. Thisisbecausethe human resource department playsa
maor roleinensuring for efficient and effective strategy formul ation, implementation and
control.

Strategic Human Resour ce M anagement

Strategic HRM definesthe organization’sintentionsand planson how itsbusinessgoals
should be achieved through people. It isbased on three propositions: first, that human
capita isamagjor source of competitive advantage; second, that it ispeoplewho implement
the strategic plan; and, third, that a systematic approach should be adopted to defining
where the organization wants to go and how it should get there. Strategic HRM isa
process that involves the use of overarching approaches to the development of HR
drategies, which areintegrated vertical ly with the businessstrategy and horizontally with
oneanother. These strategies defineintentionsand plansrel ated to overal organizational
consderations, such asorganizationa effectiveness, and to more specific aspectsof people
management, such asresourcing, learning and devel opment, reward and employeerédétions.
Strategic HRM addressesbroad organi zational issuesrelating to changesin structureand
culture, organizational effectiveness and performance, matching resourcesto future
requirements, the devel opment of distinctive capabilities, knowledge management, and
the management of change. It isconcerned with both human capital requirementsand the
development of processcapabilities, that is, theability to get thingsdoneeffectively. Overal,
it dealswith any major peopleissuesthat affect or are affected by the* strategic plans of
theorganization.

High Performance Management: High-performance management aimsto make an
impact on the performance of thefirm through its peoplein such areas as productivity,
quality, and level sof customer service, growth, and profitsand ultimately, the delivery of
increased sharehol der value. High-performance management practicesincluderigorous
recruitment and sel ection procedures, extensive and rel evant training and management
development activities, incentive pay systemsand performance management processes.
Thecharacteristicslisted are careful and extensive systemsfor recruitment, selectionand
training; formal systemsfor sharing information with theindividualswhowork inthe
organization; clear job design; high-level participation processes, monitoring of attitudes;
performance appraisal; properly functioning grievance procedures; promotion and
compensation schemesthat providefor the recognition and financia rewarding of the
high- performing membersof theWorkforce. Thehighinvolvement management gpproach
involvestreating employees as partnersin the enterprise whoseinterests are respected
and who have avoice on mattersthat concernthem. It isconcerned with communication
and involvement. Theaimisto create aclimatein which acontinuing dial ogue between
managersand the membersof their teamstakesplacein order to define expectationsand
shareinformation on the organization’smission, valuesand objectives. Thisestablishes
mutual understanding of what is to be achieved and aframework for managing and
developing peopleto ensurethat it will beachieved.
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Sagesof the Evolution of Strategy and HRM Integration
Greer (1995) talks about four possibletypesof linkages between business strategy and
theHRM function/ department of an organization: * Adminigtrativelinkage’ representsthe
scenariowherethereisno HR department and someother figurehead (such asthe Finance
or Accountsexecutive) looks after the HR function ofthefirm. TheHR unit isrel egated
hereto apaper-processing role. In such conditionsthereisnoreal linkage between business
strategy and HRM.
Nextisthe*one-way linkage’ where HRM comesinto play only at theimplementation
stage of the strategy. * Two-way linkage’ ismore of areciprocal stuationwhereHRM is
not only involved at theimplementation stage but al so at the corporate strategy formation
stage. Thelast kind of associationisthat of ‘ integrativelinkage’ , where HRNI hasequal
involvement with other organi sational functional areasfor businessdevelopment. Purcell
(1989) presentsatwo-level integration of HRM into the business strategy ‘ upstream or
first-order decisions and * downstream or second-order decisions : First-order decisions,
asthename suggests, mainly addressissuesat the organizational missionlevel andvison
statement; these emphasi ze Where the businessisgoing, what sort of actionsare needed
to guideafuture course, and broad HR-oriented issuesthat will haveanimpact inthelong
term. Second-order decisionsdeal with scenario planning at both strategic and divisiona
levelsfor thenext3-5years. Thesearea so related to hardcore HR policieslinked to each
core HR function (such asrecruitment, sel ection, devel opment, communi cation).

Guest (1987) proposesintegration at threelevels. First heemphasizesa'fit' between
HR policiesand businessstrategy. Second, heta ksabout the principleof * complementary’
(mutudlity) of employment practicesaimed at generating empl oyeecommitment, flexibility,
improved quality and internal coherence between HR functions. Third, he propagates
‘interndization’ of theimportanceof integration of HRM and businessstrategiesby theline
managers.

Linking Organizational Strategy and HRM Strategy
Thetheoretica developmentsof theliterature contain many conceptua mode sthat highlight
thenature of linkage between HRM strategiesand organizational strategies.

The strategic Fit or the Hard variant of HRM: According to Fombrun, Tichy and
Devanna(1984), ‘matchingmodd’ highlightsthe ' resource’ agpect of HRM and emphasizes
theefficient utilization of human resourcesto meet organizational objectives. Thismeans
that, like other resources of organization, human resources haveto be obtained cheaply,
used sparingly and developed and exploited asfully aspossible. Thematching model is
mainly based on Chandler’s(1962) argument that an organi zation’sstructureisan outcome
of itsstrategy. Fombrun, Tichy and Devanna (1984) expanded thispremisein their model

of strategic HRM, which emphasizes a ‘tight tit'" between organizational strategy,
organizationd structureand HRM system. Theorganizationa strategy ispre-eminent; both
organization sructureand HRM are dependent on the organi zation strategy. Themainaim
of thematching model isthereforeto develop an appropriate * human resource system’

that will characterize those HRM strategies that contribute to the most efficient

International Journal of Finance and Management in Practice, Volume 3, Number 1, June 2015 8

ISSN: 2360-7459



implementation of businessstrategies. Thematching mode of HRM hasbeen criticised for
anumber of reasons. It isthought to betoo prescriptive by nature, mainly becauseits
assumptionsarestrongly unitarist (Budhwar and Debrah, 2001). Asthemodd emphasises
a‘tighttit’ between organisationa strategy and HR strategies, it completely ignoresthe
interest of employees, and hence considers HRM as a passive, reactive and
implementationist function. Indeed, for some, the very idea of ‘tight fit' makes the
organisationinflexible, incapabl e of adapting to required changesand hence* migitted’ to
today’ sdynamic bus nessenvironment. Thematching moded aso missesthe* human’ aspect
of human resourcesand hasbeen called a‘hard” model of HRM (Guest, 1987). Theidea
of consdering and using human resourceslikeany other resource of an organi sation seems
unpragmatic in the present world. Despite the many criticisms, however, the matching
model deservescredit for providinganinitia framework for subsequent theory devel opment
inthefield of strategic HRM . Researchers need to adopt acomprehensive methodology in
order to study the dynamic concept of humanresource strategy. Do dementsof thematching
model exist indifferent settings? This can be discovered by examining the presence of
someof thecoreissuesof themode. The main propositionsemerging from thematching
model sthat can be adopted by managersto evaluate scenario of strategic HRM intheir
organisationsare: Do organisationsshow a‘tight fit” between their HRM and organisation
drategy wheretheformer isdependent on thelatter? Do specidist people managersbelieve
they should develop HRM systems only for the effective implementation of their
organisation’sstrategies? Do organi sations consider their human resources asacost and
usethem sparingly? Or do they devoteresourcesto thetraining of their HRSto makethe
best use of them? Do HRM dtrategiesvary acrossdifferent level

Thelssueof Srategiclntegration

Debatesinthe early 1990s suggested the need to expl oretherel ationshi p between strategic
management and HRM more extensively (Guest, 1991) and theemerging trend inwhich
HRM isbecoming anintegral part of businessstrategy (Brewster and Larsen, 1992 and
Schuler, 1992). The emergence of SHRM isan outcome of such efforts. As mentioned
above, itislargely concerned with integration’ and ‘ adaptation. Its purposeisto ensure
that HRM isfully integrated with the strategy and Strategic needsof thefirm; HR policies
are coherent both acrosspolicy areasand acrosshierarchies, and HR practicesare adjusted,
accepted and used by linemanagersand employeesaspart of their everyday work (Schuler,
1992). SHRM therefore has many different components, including HR policies, culture,
valuesand practices. Schuler (1992) developed a‘ 5-Pmodel’ of SHRM that meldstive
HR activities (philosophies, policies, programs, practices and processes) with strategic
bus nessneeds, and reflects management’ soverall planfor surviva, growth, adaptability
and profitability. Thestrategic HR activitiesform themain componentsof HR strategy.
Thismodel to agresat extent explainsthe significance of thesefive SHRM activitiesin
achieving the organisation’ sstrategic needs, and showstheinterrel atedness of activities
that areoften treated separatdly intheliterature. Thisishe pful inunderstanding thecomplex
interaction between organisationa sirategy and SHRM activities. Thismodd further shows
theinfluenceof internd characterigtics(which mainly condstsof factorssuch asorganisaiond
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cultureand the nature of the business) and externa characteristics (which consist of the
natureand state of economy inwhichtheorganisationisexisting and critical successfactors,
I.e. the opportunitiesand threats provided by theindustry) onthe strategic businessneeds
of anorganisation. Thismodd initialy attracted criticism for being over-prescriptiveand
too hypothetical in nature. It needsalot of timeto gain an understanding of the way
strategic business needs are actually defined. The melding of businessneedswith HR
activitiesisasovery chdlenging, mainly becauselinkagesbetween human resourceactivities
and busi ness needstend to bethe exception, even during non-turbul ent times (Schul er,1992:
20). Inessence, themodel raisestwo important propositionsthat are coreto the strategic
HRM debate. Theseare: What istheleve of integration of HRM into the businessstrategy?
Wheat level of respong bility for HRM isdevolved to linemanagers?

Matching Business Srategy and HRM: The above discuss on summarizesthetheoretical
developmentsin strategic HRM and itslinkageswith organi zational strategies. A number
of clear messagesemergefromtheandysis. For example, strategic HRM mode sprimarily
emphasi simplementation over strategy formulation. They also tend to focuson matching
HR strategy to organizationa strategy, not the other way. They a so tend to emphasistit or
congruence and do not acknowledgethe need for lack of suchtit between HR strategies
and businessgtrategiesduring trangitional timesand when organizationshave multipleor
conflictinggoas Thissectionfurther highlightsthematching of HRM policiesland practices
to some of the established model sof businessstrategies.

Porter’s Generic Business Strategiesand HRM: Porter (1980, 1985) identified three
possiblegeneric strategiesfor competitive advantagein business: cost leadership (when
the organization cutsits prices by producing aproduct or service at lessexpensethan its
competitors); innovation (when the organization is able to be aunique producer); and
qudity (whentheorganizationisddivering high-quaity goodsand servicesto customers).
Congdering theemphasison ‘ externd-tit’ (i.e. organizational strategy |leading individual
HR practicesthat interact with organizationa strategy in order to improve organizational
performance), anumber of HRM combinations can be adopted by firmsto support Porter’s
model of businessdtrategies. Inthisregard, Schuler (1989) proposescorresponding HRM
philosophiesof ‘accumulation’ (careful selection of good candidatesbased on persondity
rather technical fit), ‘ utilization’ (selection of individuasonthebasisof technica fit), and
‘fecilitation’ (the ability of employeesto work together in collaborative Stuations). Thus,
firmsfollowingaquality strategy will requireacombination of accumulation andfacilitation
HRM philosophiesin order to acquire, maintain and retain corecompetencies, firmspursuing
acost-reduction strategy will requireadutilization HRM philosophy and will emphasize
short-run relationships, minimizetraining and development and highlight external pay
comparability; and firmsfollowing aninnovation strategy will requireafacilitation HRM
philosophy so asto bring out the best out of existing staff (al so see Schuler and Jackson,
1987). Insummary, according tothe* externa -fit’ philosophy, the effectivenessof individua
HR practicesiscontingent on firm strategy. The performance of an organization that adopts
HR practicesappropriatefor itsstrategy will then be higher.
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BusinessLife Cyclesand HRM: Thereisnow an established literaturein thefield of
HRM that highlightshow possible contingent variablesdeterminetheHRM systemsof an
organization (for adetailed review see Budhwar and Debrah, 2001). Oneamong thelong
list of suchvariablesisthe’lifecyclestage’ of an organization: introduction (start-up);
growth (devel opment); maturity; decline; and turnaround. Itislogical for firmsintheir
introductory and growth life cycle stagesto emphasizearationaized gpproach to recruitment
inorder to acquired best-fithuman resources, compensate employees at the going market
rate, and actively pursue employee devel opment strategies. Similarly, organizationsinthe
maturity stage are known to recruit enough peopleto alow for labour turnover/ lay-offs
andto create new opportunitiesin order to remain creativeto maintaintheir market position.
Such organizationsemphasi zeflexibility viatheir training and devel opment programmes
and pay employeesasper the market leadersin acontrolled way. Accordingly firmsinthe
declinestagewill belikely to minimize costsby reducing overheadsand aspireto maintain
harmoniousemployeerdations(Baird and Meshoulam 1988; Hendry and Pettigrew 1992;
Jackson and Schuler 1995; Boxall and Purcell, 2003).

Typology of Business Strategies and HRM: Miles and Snow (1978; 1984) classify
organizationsas ' prospect of (who are doing well and areregularly looking for more
productsand market opportunities), ‘ defenders’ (who have alimited and stable product
domain), ‘analyzers (who have somedegree of sability but areonthelookout for possible
opportunities) and ‘ reactors (who mainly respond to market conditions). Thesegeneric
strategiesdictate organisations HRM policiesand practices. For example, defendersare
lessconcerned about recruiting new employeesexternally and are more concerned about
devel oping current employees. In contrast, prospectors- are growing, Sothey areconcerned
about recruiting and using performance appraisal resultsfor evaluation rather than for
longer-term development (for detail s see Jackson and Schuler 1995; MacDuffie 1995).

Generic HR Strategies: Identifying the need to highlight the prevalence of genericHR
strategies pursued by organizationsin different contexts. Theimpact of thesefour HR
dtrategiesvaried sgnificantly inthetwo samples, confirming the context specific nature of
HRM. Onthesamepattern, thereisaneedtoidentify and examinetheimpact of other HR
strategiessuch ashigh commitment, paternalism, etc.

Per spectiveson SHRM and Or ganizational Performance

The concept of “fit” hasemerged as central to many attemptsto theorise about strategic
HRM (Richardson and Thomson, 1999). ‘ Internal fit’" isthe casewhentheorganizationis
deve oping arangeof interconnected and mutuadly reinforcing HRM policiesand practices.
Thisimpliesthat thereexistsaset of ‘ best HR practices’ that fit together sufficiently sothat
one practicereinforcesthe performance of the other practices. ‘ Synergy isthekey idea
behindinternal fit. Synergy can beachieved if the combined performance of aset of HRM
policiesand practicesisgreater than the sum of their individual performances. Inthis
regard, theimportanceof thedifferent HRM policiesand practicesbeing mutudly reinforcing
isemphasized (Katou and Budhwar, 2006; 2007). ‘ External fit’ isthe case when the
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organization isdevel oping arange of HRM policiesand practicesthat fit thebusiness's

strategiesoutsidetheareaof Thisimpliesthat performancewill beimproved whenthe

righttit, or ‘malch’, between businessstrategy and HRM policiesand practicesisachieved.

Asdiscussed above, specific HRM policiesand practices are needed to support generic

bus nessgrategies, for examplePorter’ scost leadership, innovation or quality enhancement

(Fombrun, Tichy and Devanna, 1984). Over thelast decade or so the concept of fit has

been further investigated by many scholars (Guest, 1997; Katou and Budhwar, 2006;

2007).

Ananaysisof suchwork highlightsthat there are generally threemodes of fit, or
gpproachestofit: ‘universdidtic’, ‘ contingency’, and‘ configurationd. Thecorefeaturesof
thesemodes congtitute the structure of the so-cdled strategic HRM / businessperformance
models. The* universalistic perspective’ or HRM asanided set of practicessuggeststhat
apecified set of HR practices (theso-caled  best practices’) will alwaysproduce superior
resultswhatever the accompanying circumstances. Proponentsof theuniversaistic model
(Pfeffer 1994; 1998; Delaney and Husdlid, 1996; Claus, 2003) emphasizethat ‘interna
fit’ or ‘horizontal tit’ or ‘aignment of HR practices helpsto significantly improvean
organizations' performance. Higgs, Papper and Carr (2000) explain how alarge number
of HR practicesthat were previoudy considered to bedigtinct activitiescan dl beconsdered
now to belong inasystem (bundle) of aligned HR practices.

Consdering that internd fitiscentra to universaistic modes, themain question/
problemishow to determinean HR system, that is, asa coherent set of synergisticHR
practicesthat blend better in producing higher businessperformance. Themethodsusedin
developing such HR systemsdepend onthe* additiverelationship’ (that is, the casewhen
the HR practicesinvolved have independent and non-overl apping effects on outcome),
and onthe'interactiverdationship’ (such asthe casewhentheeffect of oneHR practice
dependsontheleve of theother HR practicesinvolved) (Deery, 1998). However, in our
opinion universalistic modelsdo not explicitly consider theinternal integration of HR
practices, and cons der them merely from an additive point of view (Pfeffer 1994; Becker
and Gerhart, 1996). However, it isimportant to remember that there canbe countless
combinationsof practicesthat will resultinidentica businessoutcomes. Thiscontributes
totheconcept of ‘equyindig’, inwhichidentica outcomescan be achieved by anumber of
different systemsof HR practices. Support for the universalistic approach to strategic
HRM ismixed asthere are notabl e differences across studies asto what constitutesa
‘best HR practice . Mot studies(Bamberger and M eshoulam, 2000; Christensen Hughes
2002; Boxal and Purcell 2003) focuson threemechanismsby which universal HR practices
impact on businessperformance;

1 The*human capital base’ or collection of human resources (skills, knowledge, and
potentia), that the organi zation hasto work with - the organizations' recruitment,
selection, training and devel opment processesdirectly affect thequality of this
base;

2. ‘Moativation’, whichisaffected by avariety of HR processesincluding recognition,
reward, and work systems; and
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3. ‘ Opportunity to contribute’, whichisaffected by job design, and invol vement/
empowerment strategies.

For aresourceto be asource of competitive advantageit must berare, valuable,
inimitableand non-subgtitutable. Therefore, HR practices of the organisation canlead to
competitive advantage through devel oping a unique and valuable human pool. The
‘ contingency or ‘HRM asstrategic integration” model arguesthat an organi sation’sset of
HRM policiesand practiceswill beeffectiveif it iscons stent with other organisational
strategies. ‘External fit' is then what matters (Fombrum et al., 1984; Golden and
Ramanujam, 1985; Schuler and Jackson, 1987 and Guest, 1997). Inthisregard, specific
HRM policiesand practiceslink with varioustypes of generic business strategies. For
example, thework of Schuler and Jackson (1987), suggeststhat therange of HRM policies
and practices an organisation should adopt depend on the competitive product strategies
itisfollowing.

Considering that external fit is the key concept of contingency models, the
contingency approachrefersfirstly to thetheory of theorganisational strategy and thento
theindividual HR practicesthat interact with organisational strategy inorder toresultin
higher organisationa performance. The adoption of acontingency HRM strategy isthen
associated with optimised organi sationd performance, wherethe effectivenessof individua
HR practicesiscontingent on firm strategy. The performance of an organi sation that adopts
HR practices appropriatefor itsstrategy will be higher (Katou and Budhwar, 2007). The
‘configurational or *HRM asbundles modd arguesthat to claim astrategy’ ssuccessturns
on combining interna and externd fit. Thisapproach makesuse of theso-caled* bundles
of HR practices, which impliesthe existence of specific combinationsor configurationsof
HR practices depending on corresponding organisational contexts, wherethekey isto
determinewhich arethemost effectivein termsof |eading to higher business performance
(Guest and Hoque, 1994; MacDuffie, 1995; Huselid and Becker, 1996; Katou and
Budhwar, 2006). Considering that both theinterna and external fitsarethekey concepts
of configurational models, the configurational approach refersfirstly tothetheory of the
organisational strategy and then to the systems of HR practicesthat are consistent with
organisationa strategy inorder to result in higher organisational performance.

With respect to the configurations of HR practices, scholars (such asKerr and
Slocum, 1987; Osterman, 1987; Sonnenfeld and Peiperl, 1988) have developed
theoretically driven‘ employment system. Because organi sations adopting adefending
strategy concentrate on efficiency in current productsand markets, theinternal systemis
more appropriatefor thistype of strategy. On the other hand, organisations pursuing a
prospector’sstrategy are constantly changing, and the market systemismore appropriate
for thistypeof drategy. A possiblethird typeof configurationa strategy can betheanalyser,
at the midpoint between the prospector and the defender. In summary, accordingto this
approach, if consistency within the configuration of HR practicesand betweenthe HR
practicesand strategy isachieved, then the organisation will achieve better performance.
With respect to these three model s, thereisno clear picture of which of thesethree key
broad aressisthe predominant one. If one sarmweretwistedtomakean‘ overd|’ concluson
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onthebalance of theevidence sofar, oneinfavour of contingency hypothesiswould be
just asjudtified asthe universa hypothesis. Thisisbecause any such conclusion would be
premature because of conflicting research resultsbut, moreimportantly, becausethe debate
isstill initsinfancy (Katou and Budhwar, 2006; 2007).

METHOD

Thisstudy adoptsthe survey method of research. The scope of thisstudy coversstrategic
management asimplemented in Zenith Bank Plc and how these strategiesinfluencethe
performance of itsemployees. Thishas been selected with the view that Zenith bank plc
hasagreat ded of concentratein bothloca andinternationa aress. However, theresearchers
focuswasonthetop level managersin relation to the human resource department of the
bank, and how itsemployee’ sperformanceisbeing influenced. Based on thewide spread
of thebanksnetwork acrosstheworld, the geographical |ocation selected for thisresearch
isNigeria, streamlinetoitsbranchlocatedinlle-Ife, Osun State. Primary datacollection
through standardized questionnaire was utilized in this study. The population were
categorizedintotop level, middlelevel and lower level of the employeesof Zenith Bank
Plcin Osun State, which wasmade up of 150 staff. One hundred copiesof questionnaire
wereadministered to acategory of randomly selected staff in Zenith Bank PlcIle-IfeOsun
State. Thismade up thesamplesize.

Out of thissamplesize, only 72 copiesof questionnairewereretrieved fromthe
respondents. The sampling method used wasthe Stratified random sampling method, where
thewholepopulationisidentified and divided into Strataasindicated aboveand asmple
random techniquewas used in selecting the sample sizefromthe strataavailable. Thedata
to becollected for thisstudy was processed both e ectronically and manually. Thee ectronic
method of dataanalysiswasdoneusing the statistical packagefor socia sciences(SPSS).
Thisisto producethe accurateresultsasit iseasy to useand can easily control errorsin
the computation. Theresponse givenin the questionnaire was codified and tabulated in
relation to the hypotheses proposed. The analytical tool to be used for this study was
Frequency Distribution and percentages. That is, the numbers of the respondentsof each
guestion tested in the hypotheses were computed and their percentage were cal cul ated.
Thisisbecauseit bringsout aclear picture of theanaysisand aids better understanding.
TheLikert scalerating asthebas sfor answering the questionsdetailed inthe questionnaire.

RESULTSAND DISCUSSION

Theresult of table 1 showsthat 66.7% of the respondentswere malewhile 33.3% of the
respondentswerefemales. Thisshowsthat despitetheincompleterate of response, there
were more mal e respondentsthan femal e respondents. Theresultsof table 2 showsthat
13.9% of the respondentswere between 20-25 years, 9.7% were between 26-30 years,
30.6% were between 31-35 years, 23.6% were between 36-40 years, 11.1% were
between 41-45 years, 8.3% were between 46-50 years and 2.8% were above 50years.
Thisshowshowever, that the bulk of the respondents of the survey were between 31-40
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years. Table 3 showsthat 25% of the respondents were single, 72.2% were married,
0.0% weredivorced, and 2.8% were either widows or widowers. Thisshowsthat the
bulk of the respondentswere married. Table 4 showsthat 2.8% of the respondents had
WASC/G.C.E, 23.6% had ND/NCE, 38.9% had B.Sc/HND, 34.7% had MBA/M.Sc,
while 0.0% had other qualifications. Thisshowsthat the bulk of the respondents had
tertiary education. Table 5 showsthat 22.2% of the respondentsstrongly agreethat strategic
management accountslargely for employee motivationin Lagosstate, 75% agreetothis
situation while2.8% remain undecided. Thismeansthat strategic management accounts
largely for employee motivation in Osun State. Theresultsfrom table 6 indicatesthat
69.4% of the respondents strongly agreethat strategic management playsamajor rolein
influencing employeesin Osun State; While 30.6% agreetothissituation, Thisanalysis
showsthat the highest percentage of respondentsstrongly agreethat strategic management
play amgjor rolein motivating employeesin Osun State.

Table 7 shows that 38.9% of the respondents strongly agree that strategic
management isan effectivetool ininfluencing employeesin Osun State, 34.7% agreeto
thissituation while 26.4% of the respondentsremain undecided. Thisanaysisshowsthat
the highest percentage of the respondents strongly agreesthat strategic managementisan
effectivetool for influencing employees performancein Osun State. Table 8 showsthat
68.1% of the respondents strongly agree that strategic management isaproper tool for
influencing employees unto increased performance; while 31.9% agreeto thissituation.
Thisanalysis showsthat the highest percentage of the respondents strongly agreesthat
drategic managementisaproper tool for influencing employeesuntoincreased performance.
Table9 showsthat 52.8% of the respondents strongly agreethat strategi c management
hasanimpact onthelevel of employees performancein Osun Statewhile47.2% agreeto
thissituation. Thisshowsthat the highest percentage of therespondentsstrongly agreethat
strategic management has animpact on thelevel of employees performancein Osun
State. There are benefitsto be derived from using strategic management asatool for
influencing employees’ performancein Osun State.

Table 10 showsthat 83.3% of the respondents agreethat there are benefitsto be
derived fromusing strategic management asatool for mativating employees, 13.9% srongly
agreetothissituationwhile2.8% remain undecided. Fromthisanayss, the highest percent
of the respondents agree that there are benefits to be derived from using strategic
management as atool for influencing employees. Table 11 shows that 84.7% of the
respondents agreethat they are motivated to Work if proper strategic analysisisdoneto
increased performance, whilel5.3% strongly agreetothissituation. Thisanalysisshows
that the highest percentage of the respondents agree that they are motivated to work if
proper strategic analysisisdoneto increased performance. Table 12 showsthat 95.8% of
therespondentssirongly agreethat they aremotivated towork if they expect that thereare
remuneration availablefor increased performance; while4.2% agreeto thisstuation. This
analysisshowsthat the highest percentage of therespondents strongly agreesthat they are
motivated to work if they expect that there is remuneration available for increased
performance. Table 13 showsthat 98.6% of the respondents strongly agreethat they are
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motivated towork if they value the remuneration they expect areavailablefor increased
performance; while 1.4% agreesto thisstuation. Fromthisanalyss, the highest percent of
therespondentsstrongly agreethat they aremotivated towork if they va uetheremuneration
they expect areavailablefor increased performance. Table 14 showsthat 95.8% of the
respondentsstrongly agreethat they aremotivated towork if they expect that remuneration
availablefor increased performance satisfy their needs, while 4.2% of the respondents
agreeto thisstuation. Thisanaysisshow that the highest percentage of the respondents
strongly agreethat they aremotivated towork if they expect that remuneration available
for increased performance satisfy their needs. Table 15 showsthat all the respondents
strongly agreethat they areinfluenced to Work in ajob environment that they expect
evaluation and control for improved performance. Table 16 showsthat 97.2% of the
respondents strongly agreethat thelevel of output derived from strategic management
determineshow influencedthey will betowork; while2.8% agreeto thisstuation. However,
the highest percent of therespondentsstrongly agreethat thelevel of output derived from
strategic management determines how influenced they will beto work.

Table17 showsthat 94.4% of therespondentsstrongly agreethat they aremotivated
towork if they expect that the rewards adequately compensate performance, while5.6%
agreeto thissituation. Therefore, we can seethat the highest percentage of therespondents
strongly agreethat they are motivated towork if they expect that the rewards adequately
compensate performance. Table 18 showsthat 87.5% of the respondentsagreethat they
arenot motivated to Work if they expect that there are no output for their efforts; while
12.5% strongly agreeto thissituation. Thisanaysisshowsthat the highest percentage of
therespondents agreethat they are not motivated to work if they expect that thereareno
rewardsfor their efforts. Table 19 showsthat 81.9% of the respondents agreethat they
arenot motivatedtowork if they strategy implementation and performancearenct equitable,
while18.1% strongly agreetothissituation. Thisanayssshowsthat the highest percent of
the respondents agree that they are not motivated to work if they expect that strategy
implementation and performance are not equitable. Table 20 showsthat 72.2% of the
respondents agreethat they aremotivated to work in an organization that understandsthe
influence of strategic management and itsimpact on employees' performance, 20.9%
strongly agreeto thisstuation while 6.9% remain undecided. Thisanaysisshowsthat the
highest percent of therespondentsagreethat they are motivated towork inan organization
that understandsthe influence of strategic management and itsimpact on employees
performance.

Table1: Gender of the Respondents

Gender Frequency Per centage Validpercent ~ Cumulativepercentage
Male 48 66.7 66.7 66.7
Femde 2 333 333 1000

Source: Field Study, 2015
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Table2:

Frequency Percentage Cumulative Percentage
2025 10 139 139
31-35 2 306 542
36-40 17 236 778
41-45 8 111 89
46-50 6 83 972
Above 50 2 28 1000
Source: Field Study, 2015
Table3:
Frequency Percentage Cumulative Percentage
Single 18 o) o)
Married 52 722 972
Divorced 0 00 97.2
Widow/er 2 28 1000

Source: Field Study, 2015
Table4: Educational Qualification

Frequency Valid percent Cumulative percent
WASC/GCE 2 28 28
OND/NCE 17 236 264
B.Sc/HND 2 389 65.3
MBA/M.Sc 5 A7 1000
Others 0 00 100.0
Total 72 100 100

Source: Field Study, 2015

Table5: Strategic management accounts largely for employees’ performancein Osun state

Frequency Percentage Cumulative percent
Undecided 2 28 23
Agree Strongly 4 i) 778
Agree 16 22 100
Total 72 100 100

Source: Field Study, 2015

Table 6: Strategic management plays a major role in influencing employees’ performance in Osun
State

Frequency Per centage Cumulativeper cent
Agree 2 306 306
Strongly Agree 50 694 1000
Total 72 100 100

Source: Field Study, 2015

Table 7: Strategic management is an effective tool in influencing employees’ performance in Osun
State

Frequency Per centage Cumulativeper cent
Undecided 19 264 264
Agree 5 A7 611
Strongly Agree 28 39 100
Total 72 100 100

Source: Field Study, 2015

International Journal of Finance and Management in Practice, Volume 3, Number 1, June 2015 17

ISSN: 2360-7459



Table8: Strategic management isaproper tool for influencing employees' unto increased Performance

Frequency Percentage Cumulative percent
Agree Strongly 23 319 319
Agree 49 68.1 100
Total 72 100 100

Source: Field Study, 2015

Table 9: Strategic management has an impact on the level of employees' performancein Osun state

Frequency Per centage Cumulativeper cent

Agree Strongly A 472 472
Agree 3 528 100
Total 72 100
Source: Field Study 2015
Table10

Frequency Per centage Cumulativeper cent
Undecided 2 28 28
Agree a0 833 86.1
Strongly Agree 10 139 100
Total 72 100

Source: Field Study, 2015

Table 11: | am motivated to work if proper strategic analysisis doneto increase performance

Frequency Per centage Cumulativeper cent
Agree Strongly 61 87 87
Agree n 153 1000
Total 72 100

Source: Field Study, 2015

Table 12: 1 am motivated to work if | expect that there are remuneration available for increased
performance

Frequency Per centage Cumulativeper cent
Agree Strongly 3 42 42
Agree * 958 100
Total 72 100

Source: Field Study, 2015

Table13: | ammotivatedtowork if | valueremuneration | expect are availablefor increased performance

Frequency Per centage Cumulativeper cent
Agree Strongly 1 14 14
Agree 71 98.6 100
Total 72 100

Source: Field Study, 2015

Table14: | am motivated towork if | expect that remuneration for increased performance satisfy my
needs

Frequency Per centage Cumulativeper cent
Agree 3 42 42
Strongly Agree 69 958 100
Total 72 100

Source: Field Study 2015
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Table 15: | aminfluenced to work inimproved performance ajob environment that | expect evaluation
and control for improved performance.

Frequency Per centage Cumulativeper cent
Agree 0 0 0
Strongly Agree 72 100 100
Total 72 100

Source: Field Study, 2015

Table 16: Theleve of output derived from strategic management determines how influenced | will be
towork

Frequency Per centage Cumulativeper cent
Agree Strongly 2 28 28
Agree 70 972 100
Total 72 100

Source: Field Study, 2015
Table 17: | am motivated to work if | expect that the rewards adequately compensate performance

Frequency Per centage Cumulativeper cent
Agree Strongly 4 56 56
Agree (3] A4 1000
Total 72 100

Source: Field Study, 2015

Table 18: | am not motivated to work if | expect that there are no outputs for my efforts

Frequency Per centage Cumulativeper cent
Agree Strongly 63 875 875
Agree 9 125 1000
Total 72 100

Source: Field Study, 2015

Table 19: | am not motivated to work if | expect that strategy implementation and performance are not
equitable

Frequency Per centage Cumulativeper cent
Agree Strongly 0 819 819
Agree 13 181 1000
Total 72 100

Source: Field Study, 2015

Table 20: | am motivation to work if in an organization that understands the influence of strategic
management and itsimpact on employees’ performance

Frequency Per centage Cumulativeper cent
Undecided 5 6.9 6.9
Agree Strongly 52 722 791
Agree 15 209 1000
Total 72 100

Source: Field Study, 2015

Thefollowing arehighlightsof themgjor findingsdrawn fromthiswork:

1 Strategic management accountslargely for employeesperformancein Osun State

2. Strategic management playsamgjor roleinmotivating employees performancein
Osun State.
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3. Strategic management isan effectivetool ininfluencing employeesintoincreased
performancein Osun State.

4. Strategic management isaproper tool for influencing employeesinto increased
performance.

5. Strategic management hasanimpact onthelevel of employees performancein
Osun State.

6. There are benefitsto be derived from using Strategic management asatool for
influencing employeesperformancein Osun State.

7. | ammoativatedtoWork if proper srategic andlysisisdonetoincrease performance.

8. | am motivated to work if | expect that there are remuneration available for
increased performance.

9. | am motivated to Work if | value the remuneration | expect are availablefor
increased performance.

10. | am motivated to wok if | expect that remuneration available for increased
performance satisfy my needs.

1. | aminfluenced towork in ajob environment that | expect eval uation and control

for improved performance.
12.  Thelevd of output derived from Strategic management determines how influenced

| will betoWork.

13. | am motivated to Work if | expect that the rewards adequately compensate
performance.

14. | am not motivated towork if thereare no outputsfor my efforts.

15. | annot motivated toWork if | expect that Strategicimplementation and performance
arenot equitable.

16. | am influenced to work if in an organization that understandstheinfluence of

Strategic management and itsimpact on empl oyee performance.
CONCLUSIONAND RECOMMENDATIONS

Thefact that Strategic management playsan important rolein motivating employeesunto
increased performancecannot beover emphasized. Thisisbecauseit hashd pedinidentifying
what the employees' value and need aswell ashow best to achieve them by satisfying
those needs. Employers and managers have now seen the need to understand fully the
influenceof strategic management onemployees performanceand adopt it asamotivationd
tool for motivating employeesin various organisationsasit has proved to be not only
effectivebut a so highly efficient in motivating theworkforce of any organi sation whether
small, medium or large scale. Thefollowing recommendations aretherefore madeasa
result of thefindings:

1 Managersand employers should seek to understand theimportance of strategic
management and human resource management asawhole; anditsinfluenceonthe
level of employees performanceasit hasbeen established that ahighly motivated
workforce produces better results.
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2. Managersand employersshould adopt motivationa strategiesand tacticsthat will
provide the employeeswith some value and compensate them adequately for
performance and results; asthelevel of satisfaction and value derived fromthe
rewards determineshow influenced theemployeeswill betowork.
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