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Abstract 
Organization and individuals should develop and progress simultaneously for 

their survival and attainment of mutual goals. Every modern management has to 

develop the organization through human resources. Job and organizational 

requirements are not static. They are changed from time to time in view of 

technological advancement and change in the awareness of the total quality and 

productivity management. The objective of the total quality and productivity 

management can be achieved only through training which develops human skills 

and efficiency. Developed human resources would be a valuable asset to an 

organization. Therefore, this work examines the strategic aspects of employee 

development for organizational survival in Nigeria. Past studies that are related 

to the topic were consulted to gather necessary information required. The study 

observed that human resource development strategy need to focus on the 

organization’s strategy and objectives, and involves identifying the skills and 
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competencies required to achieve this, now and in the future. The paper also 

recommended that human resource development strategy should be 

opportunistic and proactive exercise, and should influence the development of 

organizational strategy. 

 

Key Words: Organizational, Strategy, Human Resource, Training, Development, 

Employee, Management. 

 

Introduction 

The importance of human resource management to a large extent depends on human 

resources development and training. No organization can get a candidate who exactly 

matches with the job and the organizational requirements. Training and development 

works towards value addition to the company through human resources development. 

Employee training is however, distinct from management development or executive 

development. While the former refers to training given to employees in the areas of 

operations, technical and allied areas, the latter refers to developing an employee in the 

areas of principles and techniques of management, administration, organization and allied 

areas (Okere, 2013). Training is the art of increasing the knowledge and skill of an 

employee for doing a particular job. It is a short-term educational process and utilizing a 

systematic and organized procedure by which employees learn technical knowledge and 

skills for a definite purpose. In other words, training improves changes and moulds the 

employee’s knowledge, skill, behaviour and aptitude and attitude towards the 

requirements of the job and the organization. It is a teaching and learning activities carried 

on for the primary purpose of helping members of an organization to acquire and apply 

the knowledge, skills, abilities and attitudes needed by a particular job and organization. 

On the other hand, management development is a systematic process of growth and 

development by which the managers develop their abilities to manage. So, it is the result 

of not only participation in formal courses of instruction but also of actual job experience. 

It is concerned with improving the performance of the managers by giving them 

opportunities for growth and development, which in turn depends on organization 

structure of the company (Rao, 2016). 

 

There seems to be general agreement that training and development is a good thing, and 

that it increases productivity, but the question is how much? It is even difficult to show a 

causal link between human resource development and organizational performance partly 

because such terms are difficult to define precisely, and partly because the payroll from 

development may not be seen in the short term,. It is also difficult to tie down performance 

improvements to the development itself and to understand the nature of the link. For 

example, is performance better because of increased or different human resource 



Port Harcourt Journal Of History & Diplomatic Studies    | www.phjhds.com Vol.8 N0. 4 December, 2021 

 

Critical Examination of Strategic Aspects of Employee Development for Organizational Survival in Nigeria            289 

development, because the reward package has improved or because we have a clearer set 

of organizational and individual objectives? If there is a link with human resource 

development initiatives, is it that employees have better skills, or that they are better 

motivated, or that they have been selected from a more able group of candidates attracted 

to the organization as it offers a high level of development? 

  

In spite of these difficulties it is important to identify the contribution of human resource 

development to business success, and wider measures for assessing business success, 

beyond the standard financial indicators, make this more feasible, for example as 

suggested by Kaplan and Norton (1992). While the search for evidence goes on, the current 

climate encourages high levels of attention to human resource development, which is 

increasingly seen not only as a route to achieving business strategy, but also as a means of 

building core competence over the longer term to promote organizational growth and 

sustained competitive advantage. Global competition and a fast pace of change have 

emphasized the importance of the human capital in the organization, and the speed and 

ways in which they learn. A Green Paper produced by the Department for Education and 

Employment (1998) stated that the “investment in human capital will be the foundation of 

success in the 21st century”. Globally the emphasis on qualifications is increasing and the 

focus is on the development of directors from this perspective. 

 

In addition, levels and sophistication of training and development have received 

considerable attention in the context of the new psychological contract, and the need to 

promote employability. There is some evidence that employee demand for training and 

development is increasing and that unions are beginning to engage in bargaining for 

development. Opportunities for training and development may be a vital tool in 

recruitment and retention, and considered to be a reward when promotion or monetary 

rewards are less available.  However, Stewart and Tansley (2002) found significant 

structural and cultural barriers to formal and informal learning in organizations, in 

particular lack of time was identified as an issue. 

 

Need for Employee Training in Organizations 

According to Roa (2016), the need for training arises due to the following reasons: 

1. To match the employee specifications with the job requirements and 

organizational needs.  

2. Organizational viability and the transformation process. 

3. Technological advances. 

4. Organizational complexity. 

5. Human relations. 

6. Change in the job assignment. 
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7. Increased productivity. 

8. Improve quality of the product/service. 

9. Help organization to fulfill its future personnel needs. 

10. Improve organizational climate. 

11. Improve health and safety. 

12. Prevent obsolescence. 

13. Effect personal growth. 

14. Minimize the resistance to change. 

 

Need for Management Development Programme in Organizations 

Also Rao (2016), observed that the need for management programme arises due to the 

following reasons: 

1. Techno-managers like basic chemical engineers, mechanical engineers, 

information/systems engineers need to be developed in the areas of managerial 

skills, knowledge and abilities. 

2. Efficient functioning of public utilities, transport, communications etc. depends on 

professionalization of management in the sector. 

3. Professionalization of management at all levels particularly in service 

organizations need the development of managerial skills and knowledge 

particularly at lower and middle levels. 

4. Transmission of communist/socialistic societies into capitalistic economies 

changed the structure of the principles of business. These changes along with 

liberalization, privatization and globalization of business changed the principle. 

Hence, development of the present managers in these new principles/areas is 

highly necessary.  

5. Human resource development of the managers in multiple areas necessitates the 

executive development programme. 

6. To provide technical skills and conceptual skills to conceptual skills to technical 

managers. 

7. The intensive competition and consequently upon employment of various grand 

strategies by various business organization necessitates the development of 

managers. 

8. The emergence of new concepts in management like Total Quality Management, 

Enterprise Resources Planning, Business Process Re-Engineering Empowerment 

etc. necessitates the management to offer developmental programmes. 

9. Entry of multinational and transnational corporations brought new trends and 

strategies for the domestic organizations. These factors necessitated the domestic 

companies to undertake developmental programmes. 
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Strategic Roles of Training and Development in Organizations  

Salaman and Mabey (1995) have identified a range of stakeholders in strategic training and 

development, each of which will have different interests in, influence over and ownership 

of training and development activities and outcomes. They identified senior managers as 

the sponsors of training and development, who will be influenced by professional, 

personal and political agendas; and business planners as the clients who are concerned 

about customers, competitors and shareholders. They also identified line managers who 

are responsible for performance, coaching and resources; participants who are influenced 

by their career aspirations and other non-work parts of their lives were identified. Human 

resource development staff are identified as facilitators who are concerned with best 

practice, budget credibility and other human resource strategy. Lastly, training specialists 

are identified as providers, who are influenced by external networks, professional 

expertise and educational perspectives. The agendas of each of these groups will overlap 

on some issues and conflict on others. McCracken and Wallace (2002) have redefined the 

roles of top managers, line managers and human resource professionals so that they are all 

more proactively involved in human resource development strategy. 

 

Most organizational examples suggest that the formation of training and development 

strategy is not something that should be owned by the human source/ human resource 

development function. The strategy needs to be owned and worked on by the who 

organization, with the human resource/ human resource development function acting in 

the roles of specialist/expert and coordinator. The function may also play a key role in 

translating that strategy into action steps. The actions themselves may be carried out by 

line management, the human resource/human resource development function or outside 

consultants. Steward and Tansley (2002) suggest that the immediate and medium-term 

contribution of human resource development professionals should focus on developing 

the competence and motivation of managers to manage learning and development. They 

confirm that such professionals need to act as facilitators and not instructors, and have a 

focus on the process and design of development rather than its content. 

 

Involvement from line management in the delivery of the training and development 

strategy can have a range of advantages. Top management have a key role in introducing 

and promoting strategic developments to staff, for example, creating an organization-wide 

competency identification programme; setting up a system of development centers or 

introducing a development-based organizational performance management system. Only 

if management carryout this role can employees see and believe that there is a commitment 

from the top. At other levels line managers can be trained as trainers, assessors and 

advisers in delivering the strategy (Ashton, 2003). This is a mechanism not only for getting 
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involved, but also for tailoring the strategy to meet the real and different needs of different 

functions and departments. 

 

External consultants may be used at any state. They may add to the strategy development 

process, but there is always the worry that their contribution comes down to an offering of 

their ready-packaged solution, with a bit of tailoring here and there, rather than something 

which really meets the need of the organization (Garavan, 1991). It is useful to have an 

outside perspective, but there is an art in defining the role of that outside contribution. In 

delivery, Harrison (1993) averred that external consultants may make a valuable 

contribution where a large number of courses have to be run over a short period. The 

disadvantages are that they can never really understand all the organizational issues, and 

that they may be seen as someone from outside imposing a new process on the 

organization. 

 

Picture of Employee Training and Development in Nigeria 

Employee development has traditionally been seen as a cost rather than an investment in 

Nigeria, although this is certainly changing in some organizations. It has been argued that 

Nigerian organizations give little support to training and development (Okere, 2013). This 

lack of investment in training and development has been identified as a major factor in 

Nigeria’s economic performance, and it has been argued that without such investment 

Nigeria will be trapped in a low wage, low skills economy (Ajila, 1996). Nigerian national 

training framework is voluntarist, with the government’s role limited to encouraging 

training rather than intervening, as in many other countries.  

 

However, Okere( (2011) argued that it is not a lack of investment in training that is the 

problem, but the way such investment is distributed, that is, who it is spent on and the 

content of the training. It is generally agreed that training spend is unevenly distributed. 

For example, Stevens (2001) argued that it is the people at the lower end of the hierarchy 

that miss out on training, and Westwood (2001) reports that “access to workforce 

development is unequal with managers and professionals or those with a degree up to five 

times more likely to receive work based training than people with no qualification and/or 

unskilled jobs”. Thomson (2001) explained that broader development is concentrated on 

those at the beginning of their careers and those in more senior and specialist posts, rather 

than part-timers and those with fewer qualifications to begin with. In the aerospace and 

pharmaceutical businesses, defined as high skill  sectors, Lloyd (2002) found a conflict of 

interests between employees’ desire for training and development and managerial short-

term aims, lack of accreditations of skills, structured development focused on key 

employees, access to training being dependent on individual initiative, senior managers 

view training as a minor issue to be dealt with by lower-level managers and insufficient 
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resources. The researcher pointed out that there was under-investment and lack of support 

for flexibility and employability. Westwood (2001) conclude that while we do not do much 

in manpower training and development, we do spend a lot of money on training and 

development that does not last long and on the people who may not need it. In terms of 

training content there is evidence to suggest that much training is related to induction and 

particularly health and safety, and it has been argued that this does nothing to drive the 

development of a knowledge-based economy (Westwood, 2001). 

 

Some view the solution to this problem as increasing state intervention, as many view 

voluntarism as having a limited effect (Sloman, 2001). It is argued that potential 

intervention would not mean a return to the levy system, but, for example, statutory rights 

for paid study leave and employer tax credits. However, there is another school of thought 

that suggest the problem lies with the demand side of the equation rather than the supply 

side. In other words, the problem is not with government initiatives and measures to 

encourage training, development and learning, but with the way that skills are used and 

jobs are constructed and hence the employer demand for training, development and 

learning. Lloyd (2002) posit that “ a country cannot solve its problems just by developing 

skills, as it is critical to change the structure of jobs” All these suggest that we still have a 

situation in which the majority of organizations are using a reactive strategy; training only 

in response to the immediate short-term demands of the business, rather than being 

considered a strategic issue (Ashton, 2003). 

 

External Labour Market and Human Resource strategic Integration 

The external availability of individuals with the skills and competencies required by the 

organization will also have an impact on employee development strategy. If skilled 

individuals are in short supply, then internal development invariably becomes a priority. 

Predicting demographic and social changes is critical in identifying the extent of internal 

development required and also who will be available to be developed. In-depth analysis 

may challenge traditionally held assumptions about who will be development, how and 

to what extent. For example, the predicted shortage of younger age groups in the labor 

market, coupled with a shortage of specific skills, may result in a strategy to develop older 

rather than younger recruits.  

 

This poses potential problems about the need to develop older workers some of whom 

may learn more slowly (Holden and Livian, 1992). Another critical issue is that of 

redeployment of potentially redundant staff and their development to provide skills that 

are in short supply. Prediction of skills availability is critical, as for some jobs the training 

required will take years rather than months. Realizing in January that the skills required 

in August by the organization will not be available in the labour market is too late if 
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development needed takes three years. Thus, external labour market clearly has a big 

impact on employee development strategy, so it is important that there is effective 

integration between human resource development strategy, other aspects of human 

resource strategy and overall organizational strategy (Handy, 1988). 

 

Where there is a choice between recruiting required skills or developing them internally, 

given a strategic approach, the decision will reflect on the positioning of the organization 

and its strategy. A further issue is that of ensuring a consistency between the skills criteria 

used for recruitment and development (Rao, 2016). From a slightly different perspective, 

the impact of the organization’s development strategy on recruitment and retention, either 

explicit or implicit, is often underestimated. There is increasing evidence to show that 

employees and potential employees are more interested in development opportunities, 

especially structured ones, than in improvements in financial rewards (Kaplan and 

Norton, 1992). Development activity can drive motivation and commitment, and can be 

used in a strategic way to contribute towards these. For these ends, publishing and 

marketing the strategy is key, as well as ensuring that the rhetoric is backed up by action 

(Mayo, 2000). 

 

There is also the tricky question of access to and eligibility for development. If it is offered 

only very selectively, it can have the reverse of the intended impact. However, not all 

employees see the need for, or the value of development and this means that reward 

systems need to be supportive of the development strategy. If we want employees to learn 

new skills and become multi-skilled, it is skills development we need to reward rather than 

the job that is currently done. If we wish employees to gain vocational qualifications, we 

need to reflect this in our recruitment criteria and reward systems. Harrison (1993) notes 

that these links are not very strong in most organizations. Other forms of reward, for 

example, promotions and career moves, also need to reflect the development strategy, for 

example, in providing appropriate, matrix, career pathways if the strategy is to encourage 

a multi-functional, creative perspective in the development of future general management. 

Not only do the pathways have to be available, they also have to be used, and this means 

encouraging current managers to use them for their staff. 

 

Finally, an organization needs to reinforce the skills and competencies it wishes to develop 

by appraising those skills and competencies rather than something else. Developmentally 

based appraisal systems can clearly be of particular value here. Mabey and Iles (1993) note 

that a strategic approach to development differs from a tactical one in that a consistent 

approach to assessment and development is identified with a common skills language and 

skills criteria attached to overall business  objectives. They also note the importance of a 

decreasing emphasis on subjective assessment. To this end many  organizations have 
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introduced a series of development centers, similar to the assessment centers discussed in 

many human resource management literature, but with a clear outcome of individual 

development plans for each participant related to their current levels of competence and 

potential career moves, and key competencies required by the business organization. 

 

Organizational Strategy and Human Resource Development Strategy 

For training and development to be effective in terms of business success there is a well-

rehearsed argument that it should be linked up front with business strategy. McClelland’s 

research (1994) is one of many studies that show that organizations generally do not 

consider development issues to be part of their competitive strategy formulation, although 

he found that those that do so identified it to be of value in gaining as well as maintaining 

competitive advantage. Miller (1991), writing specifically on management development, 

points to lack of fit between business strategy and development activity. Pettigrew, 

Sparrow, and Hendry (1988) did find, thought, that development issues receive a higher 

priority when they are linked to organizational needs and take a more strategic approach. 

Miller (1991) makes the point that although at the organizational level it is difficult to 

identify quantitatively the direct impact of strategic investment in development, this 

impact is well supported by anecdotal evidence and easily demonstrated at the macro-

level. 

 

Those organization that do consider human resource development at a strategic level 

usually see it as a key to implementing business strategy in a reactive way. Luoma (2000) 

suggest that in many articles, this is “implicitly referred to as the only way of managing 

strategic human resource development”. Miller (1991), for example, has demonstrated 

how management development can be aligned with the strategic positioning of the firm, 

and this can be seen as coming within the broad remit of such approaches as a needs-

driven approach.  He has produced a matrix demonstrating how development content and 

processes can reflect stable growth, unstable growth, unstable decline and competitive 

positions, as shown in table 1. He offers the model as suggestive, only of the possibilities 

in designing strategically-oriented management development programmes. 

 

Table 1: Linking Management Development to Strategic Situations 

 Environment Condition 

 Stable Unstable Growth Unstable 

Decline 

Competitive 

 

Content Environment 

scanning skills 

Environment 

scanning  skills 

Stakeholder 

relations 

Competitive 

strategy 

development 

  Understanding Industry analysis Executive  
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sources of 

stability (e.g. 

geographically 

isolated product 

market, state of 

technology) 

skills 

Sales, marketing  

 

Financial control 

retention skills 

Understanding 

competitor 

environment 

Competitor 

analysis 

 

Marketing/cost 

control 

(dependent on 

competitive 

strategy) 

 Defence strategies Creative thinking Negotiating 

skills 

 

 Industrial 

relations skills 

(but depends on 

source of stability) 

Team building  

Organization 

structure skills 

Forecasting 

techniques 

Diversification 

skills 

(technology, 

human 

resources) 

Industry analysis 

(dependent on 

Competitive 

strategy) 

Process Show peace but 

“eventful” 

Fast-moving  Medium pace High pressure 

 Modest emphasis 

on individual 

development 

High pressure  

Intense 

Co-operative 

environment 

Competitive 

 Non-competitive 

but “aggressive” 

Team-oriented Reactive  

 Reactive  Proactive   

 

Source: P. Miller (1991) “A strategic look at management development’, Personnel 

Management, 47.  

 

Luoma (2000) however, identified a second approach to human resource development 

strategy which is an “opportunistic approach”, where the impetus is external rather than 

internal. This would include applying leading ideas on development to the organization 

in a more general way, rather than specifically in relation to meeting the current business 

objectives. Such ideas may be developed from bench-marking, case studies networking 

and the academic and practitioner press. Such ideas could include content and method, for 

example the development of a corporate university, and the concept of developing non-

employees, who perhaps work for suppliers or who are contracted to the organization. The 

abilities thus developed may indeed be relevant in achieving business objectives, but they 

may also be relevant in developing abilities and behaviours which may be the source of 

future competitiveness. Thus, they may also be a means of achieving culture change and/or 

facilitating the strategy process itself by constructing it as a learning process. In this 
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approach the learning potential of all employees in implementation of business strategy, 

but may also be proactive in influencing the formation of future business strategy. 

 

The third approach to the strategy link suggested by Luoma  (2000) is based on the concept 

of organizational capability as the key to sustained competitive advantage, the resource-

based view of the firm. This approach is proactive in that it focuses on the desired state of 

the organization as defined in its future vision. Within this would come the interest in 

anticipatory learning, which has been attracting some interest, where future needs are 

predicted and development takes place in advance. The journal of Management Education 

and Development (1994) devoted an entire issue to anticipatory learning, which included 

some ideas on how it might be identified and achieved. Of paramount importance, 

therefore, is the ability to learn. Watkins (1987) suggest that development for strategic 

capability, rather than just targeting development on achieving business objectives, needs 

to reinforce an entrepreneurial and innovative culture in which learning is part of 

everyday work. He identifies the importance of acting successfully in novel and 

unpredictable circumstances and that employees acquire a habit of learning the skills and 

learning, and the desire to learn. Within this same perspective Mayo (2000) suggest that 

intangible assets of the organization are increasing in proportion to the value of tangible 

assets. He recognized that developing intellectual capital may be an “act of faith” or 

budgetary allocation, and suggest that the most useful measures to track such investments 

are individual capability, individual motivation, the organizational climate and 

workgroup effectiveness. While he recognized the value of competency framework in 

respect of individual development, he does point out that these neglect such as experience 

and the networks and range of personal contacts, both of which are key to the development 

of core organizational competencies which are key to developing uniqueness. 

 

Characteristic of a Strategic Approach to Human Resource Development  

In a slightly different but compatible approach McCracken and Wallace (2000) developed 

a redefinition of strategic human resource development, based on an initial conception by 

Garavan (1991). They suggest nine characteristics of a strategic approach to human 

resource development, which are: 

1. Human resource development shapes the organization’s mission and goals, as 

well as having a role in strategy implementation.   

2. To management are leaders rather than just supporters of human resource 

development. 

3. Senior management, and not just human resource development professionals, are 

involved in environmental scanning in relation to human resource development. 

4. Human resource development strategies, policies and plans are developed, which 

relate to both the present and future direction of the organization, and the top 
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management team are involved in this. 

5. Line managers are not only committed and involved in human resource 

development, but involved as strategic partners. 

6. There is strategic integration with other aspects of human resource management. 

7. Trainers not only have an expanded role, including facilitation and acting as 

organizational change consultants, but also lead as well as facilitate change. 

8. Human resource development professionals have a role in influencing the 

organizational culture. 

9. There is an emphasis on future-oriented cost effectiveness and results, in terms of 

evaluation of human resource development activity. 

 

They suggest that each of these aspects need to be interrelated in an open system. 

 

Approaches to Employee Development 

According to Campbell (1991) four approaches are used to develop employees. These are 

formal education, assessment, job experiences, and interpersonal relationships. Many 

companies use a combination of these approaches. 

 

Formal education: Formal education programmes include off-site and on-site programmes 

designed specifically for the company’s employees, short courses offered by consultants 

or universities, executive MBA programmes, and university programmes in which 

participants actually live at the university, while taking classes. These programmes may 

involve lecturers by business experts, business game and simulations, adventure learning, 

and meetings with customers. Many companies have training and development centers 

that offer development programmes including classroom and online training as well as job 

experience. 

 

Assessment: Assessment involves collecting information and providing feedback to 

employees about their behaviours, communication style, or skills (Hinrichs and 

Hollenbeck, 1991). The employees, their peers, managers, and customers may provide 

information. Assessment is most frequently used to identify employees with managerial 

potential and to measure current managers’ strengths and weaknesses. Assessment is also 

used to identify managers with the potential to move into higher-level executive positions, 

and it can be used with work teams to identify the strengths and weaknesses of individual 

team members and the decision processes or communication styles that inhibit the team’s 

productivity. 

 

Job Experiences: Most employee development occurs through job experiences such as 

relationships, problems, demands, tasks, or other features that employees face in their jobs 
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(McCall, Lombardo and Morrison, 1988). A major assumption of using job experiences for 

employee development is that development is most likely to occur when there is mismatch 

between the employee’s skills and past experiences and the skills required for the job. To 

succeed in their jobs, employees must stretch their skills, that is, they are forced to learn 

new skills, apply their skills and knowledge in a new way, and master new experiences 

(Snell, 1990). For example, to prepare employees to grow overseas business markets, 

companies are using international job experiences.  

 

Interpersonal Relationships: Employees can also develop skills and increase their 

knowledge about the company and its customers by interacting with a more experienced 

organization member. Mentoring and coaching are two types of interpersonal 

relationships that are used to develop employees. 

 

Factors Influencing Quantity and Quality of Employees Training and Development 

The training and development of employees is an issue that has to be faced by every 

organization. The amount, and quality of training carried out varies enormously from one 

organization to another. Factors influencing the quantity and quality of training and 

development activities include: 

1. Degree of change in the external environment, e.g. technological change, new 

legislation etc.   

2. Degree of internal change, e.g. new processes, new markets etc. 

3. Availability of suitable skills within the existing workforce. 

4. Adaptability of existing workforce. 

5. The extent to which the organization supports the idea of internal career 

development. 

6. The commitment of senior management to training as an essential part of 

economic success. 

7. The extent to which management see training as a motivating factor in work. 

8. Knowledge and skills of these responsible for carrying out the training.  

 

Conclusions      

Employee development is a key contributor to a business strategy based on developing 

intellectual capital, helps develop managerial talent, and allows employees, to take 

responsibility for their careers. Employee development is a necessary component of a 

company’s efforts to compete in the new economy, to meet the challenges of global 

competition and social change, and to incorporate technological advances and changes in 

work design. Employee development is key to ensuring that employees have the 

competencies necessary to serve customers and create new products and customer 

solutions. Employee development is also important to ensure that companies have the 
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managerial talent needed to successfully execute growth strategy. Regardless of the 

business strategy, development is important for retaining talented employees. 

 

There is currently a voluntarist approach to training and development in Nigeria, which 

means that employers make their own choices about the extent to which they train. The 

government attempts to influence what organizations do by a range of supply-side 

initiatives. Human resource development strategy needs to focus on the organization’s 

strategy and objectives, and involves identifying the skills and competencies required to 

achieve this, now and the future. Human resource development strategy may also be 

opportunistic and proactive, and influence the development of organizational strategy. It 

is important that human resource development strategy is reinforced by, and reinforces, 

other human resource strategy, and the context of the external labour market will be an 

influencing factor in how these strategies are framed. Therefore, human resource/human 

resource development function does not own human resource development strategy, that 

is, it must be owned by the organization as a whole. 

 

Recommendations 

Based on the views and ideas of the past works consulted and conclusions, the paper 

recommends the following for improved strategic aspects of employee development for 

organizational survival in Nigeria. 

1. Human resource development strategy should be opportunistic and proactive 

exercise, and should influence the development of organizational strategy. 

2. Employee training and development should be used in recruitment strategy. 

3. Organizations should increase their expenditure on employee training and 

development. 

4. There should be relationship between employee development, training and career. 

5. Approaches such as formal education, assessment, job experiences and 

interpersonal relations should be used to develop employees. 

6. Investment in employee training should be properly and evenly distributed. 

7. In Nigeria’s national training framework, government role should not be limited 

to encouraging training, rather should intervene as in many other countries. 

8. To drive the development of a knowledge-based economy, much training contents 

should not be related to induction and particularly health and safety only. 

9. Employee training and development should be linked up front with business 

strategy. 

10. Human resource development should shape an organization’s mission and goals, 

as well as have a role in strategy implementation. 

11. Top management should be leader in Human resource development. 

12. Line managers should be committed and deeply involved in human resource 
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development. 

13. Evaluation of human resource development activity should emphasis on future-

oriented cost effectiveness and results. 

14. Predicting demographic and social changes is critical in identifying the extent of 

internal development required and also who will be available to be developed. 

15. External availability of individuals with the skills and competencies required by 

the organization should also be considered. Because this will determine the choice 

of organization whether, and to what extent it wishes to develop staff internally. 
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