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Abstract
This study assessed the impact of globalization on key areas of human resources management among Nigerian
organizations. The need for this study arose as a result of paucity of empirical studies that sought to assess the impact
of globalization on human resource management in Nigeria. The background rationale for the study was further
highlighted by the consensus among Nigerian scholars that if Nigerian organizations must keep pace with
competition which a globalized world has made more complex, they must properly manage their key area of
comparative resource strength which is human resources. In the light of the above, this study specifically
investigated the impact of globalization on the changes in HR policies of Nigerian organizations; its impact on the
mobility of skilled staff and its relationship with income and compensation structure of Nigerian organizations. A
sample size of 385 personnel was determined from the total population of 13,446 of the selected 8 multinational
firms from oil, banking and manufacturing sectors. Survey design method was used and data were collected using
questionnaire and structured interview. The analysis of data and interpretation of results yielded the following
findings: Many Nigerian organizations have changed their HR policies as a result of global factors; most highly
skilled staff have left Nigerian organizations in search of greener pastures overseas and most Nigerian organizations,
within the sectors investigated have reviewed their income and compensation structure upward so as to retain their
staff and cope with the scramble for few existing skilled personnel.
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1.1 Background of the Study
In the last few decades, the world has witnessed an unprecedented interdependence among the various economies of
the world in a phenomenon called Globalisation or simply “global village”. This trend in global change is being
driven and facilitated by radical changes in information and communication technology. This trend has resulted in
increased flow of resources across the various regions of the world. It is such that with a click of the button, money, and
in some cases, products are transferred from one country to another. There is a consensus among scholars that
technological changes and globalization are forces that have and will continue to transform the economic and social
fabrics of the various nations (Chaykowski, 2002: 81; Ohamea, 1990:1; Lipsey, 1993:3-17 and Thurow, 1999: 20) and
for the most part is irreversible. (Adei, 2004:6; Wolfensohn, 2001: 8).
There is also convergence among scholars and practitioners as well, on the importance of human resources as a key to
future national economic and social prosperity (Porter, 1991; Czenter, 2002:6; Amiuwu, 2004:18). It is generally seen
as a critical source for competitive and strategic advantage (Appelbaum and Batt, 1994; Bae and Rowley, 2002:402;
and Locke and Kochan, 1995:359). A major premise in focusing on Human Resources Management (HRM) is that in
the face of expansion of economic activity and diffusion of knowledge and technology, strategies that focus on natural
and technological resources will certainly be unsustainable. This leaves the burden on human resources (Chaykowski,
2002:83). Pfeffer in Bernadine (2003:3) notes that “traditional sources of success (e.g. speed to market, financial,
technological) can still provide competitive leverage, but to a lesser degree now than in the past, leaving organizational
culture and capabilities, derived from how people are managed, as comparatively more vital”
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The criticality of human resources in national and organizational development is not far fetched. It is the human
resource that will utilize other resource inputs like capital and technology in the complex and dynamic process of
production. At the other end of the production continuum, human resources constitute the market for the produced
goods and services and as such the raison d’etre for the production exercise. Further, it is only the human resource that
reacts to issues and responds to the way it is being treated. This is more aptly put by Aimuiwu (2004:18) who remarks
that:
HR is the only resource that is capable of conceptualizing and that can distinguish between, what
is, what can be, and what should be. People dream dreams, have hopes, aspirations, fears and
worries. …managers seem to forget that markets, organizations, societies are made of not abstract
geographic, demographics, or even psychographics, but REAL PEOPLE.
An analysis of most nations that moved up fast in the ladder of development shows that they were able to do that on the
basis of human resources strategy. One good case is that of Japan. With less that 10% endowment of natural resources,
it is the philosophy of “people are a castle” that provided the needed economic miracle (Sano, 1998: 404). The same
goes for Singapore. Soludo (2007:15) citing the leader that laid the foundation of the modern Singapore on the key
factor of success said:
A united and determined group of leaders backed by a practical and hardworking people who
trusted them, made it possible…Singaporeans will have to be nimble in adopting and adapting
these new discoveries to play a role in disseminating them…The future is full of promise as it is
fraught with uncertainty. The industrial society is giving way to the one based on knowledge. The
new divide in the world will be between those with knowledge and those without.
In developing countries in general and Nigeria in particular, the need for more empirical studies of the impact of
globalization on HRM is even more compelling. For one, the global division of labour as espoused in the much debated
theory of comparative advantage, the resource strength of most developing economies lies in their human resources,
while the developed nations rely on capital and technology (Akinjide, 2007:46; Berry, 1970:275). In spite of the
perceived marginalization in the theory undertone, the fact that a country like Nigeria which is the most populous black
nation with a population of over 140 million people, should consider HRM-based strategy as a key to economic
development may not be contested. History and even current evidence show that the bulk of the development in the
developed nations is being facilitated by the human resources from developing nations (Rodney, 1972).
Complimentary to the above scenario is the available global statistics on the increase in the movement of human
resource from developing to developed countries, and the perceived negative impact on economic development of the
former. For instance, the survey conducted by Stillwell, et al (2004:595) reveals the following findings:
In 2000, almost 175 million people, or 2.9% of the world’s population, were living outside their
country of birth for longer than one year. Of these 65 million are economically active.
…Nevertheless the rise in the number of the people migrating is significant for many
resource-poor countries because they are loosing their better-educated nationals to richer
countries: around 65% of all the economically active migrants who have moved to developed
countries are classified as ‘highly skilled.’
With reference to Nigeria, Soludo (2007:19) states that “estimated 17 million Nigerians are in diaspora…of which
26,000 of them are medical doctors in United States alone. Nurses are more in number.” Some of the main reasons for
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this increased migration of people are in search of higher pay and better working conditions (Buchan and May,
1999:199).
It is pertinent however, to state that while there is growing appreciation of the critical nature of human resources in
national development, there are few empirical studies aimed at examining the impact of globalization on human
resource management in Nigeria. The paucity of empirically based studies on the impact of globalization on HRM in
developing countries has led many of them to depend on the research findings that were carried out elsewhere. This
trend unfortunately coincides with the disposition in the literature, that due to the overwhelming influence of the
world-wide impact of globalization, the policy options and preferences tend to favour for the most part convergence
rather than nation specific responses (see the works of Kerr et al, 1962; Peters and Waterman, 1982; Womack et al,
1990). In most cases proponents tend to prescribe transfer of HRM policies regarded as best practices without recourse
to the peculiarities of the adopting nations. Zcenter (2002:6) and Bae and Rowley (2002:407) however, argue that there
are countervailing forces against such universalistic propositions. There are unique histo-cultural and institutional
forces that will render this practice problematic. Nations and people differ and so are the policies that will seek to
manage them (Ewurum, 1999).
Following from the foregoing, there is need for scholars and leaders of developing countries to shift from taking a
premature critical stance that globalization is evil meant to promote the interest of the global west at the detriment of
the rest of the world, to taking an empirical assessment of the various implications of globalization. This will increase
chances of selecting relevant policies that will either maximize the opportunities it presents or minimize the challenges
and threats that flow from it.
It is against this background that this study, which is aimed at investigating the impact of globalization on HRM in
Nigeria, finds its relevance. It is believed that its findings will facilitate policy options that will help the nation to be
competitive.
1.2 Objectives of the Study
This study seeks to generally assess the impact of globalization on the human resource management in Nigeria, with
particular empirical assessment of the key sectors of oil, finance and manufacturing.
The study will pursue the following specific objectives:
1.

To determine the extent to which business organisations operating in Nigeria have changed their human
resources policies as a result of globalisation.

2.

To examine the extent, and in which direction, highly skilled staff have emigrated following globalisation

3.

To assess the influence of globalisation on the methods of human resources skill development

4.

To determine the likely changes in income and compensation structure as a result of globalisation forces

1.3 Research Hypotheses
To effectively guide and direct this study and facilitate data gathering the following hypotheses are postulated:
1.

Many business organisations in Nigeria have significantly changed their human resources policies in
response to the influence of globalisation.

2.

There has been significant relationship between number of skilled personnel emigrating out of Nigerian
organizations and increased opportunities offered by global economic forces.

3.

Globalization factors do have strong influence on methods of human resources skill development

4.

There are significant changes in the income and compensation structure as a result of globalization.
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1.4 Brief Review of the Literature and Theoretical Framework
The two variables that are the central focus of this study- Globalization and Human Resources Management- are
topical and enjoy robust discussion in the literature. Globalization is comparatively newer than human resources
management yet it has not received less attention in the literature. To contextualize this review and make it relevant to
this study, we shall take the concepts one after the other.
The Concept and Approaches to Globalization
There is huge literature on the subject of globalization and its attendant implications on the socio-economic and
political welfare of nation states. In the same vein, there is a convergence among scholars that the concept is not new
(Farazmand, 1999:510; Knor, 2003:1; Held et al, 1999:5). What is “new is the magnitude of globalization and its
impact on social welfare, environmental sustainability and international trade” (Steers and Nardon, 2000:21).
Generally globalization is a broad term that elicits different meanings depending on the context (Adei, 2004:3;
Chaykowaski, 2002:82; Farazmand, 1999:511). The term is mostly seen in terms of economic and technological forces
at work with ripple effects on the social and political sphere (Rosecrance, 1996:45; Ostry, 1997:81; Aimiuwu,
2004:19). This submission is relevant in that it shows the multidimensional and far-reaching consequences of what is
otherwise purely economic. This is more succinctly put by Ohmae (1995:67), who observes that “economic activity is
what defines the landscape on which all other institutions, including political institutions, must operate. Business and
governments are just beginning to live with its consequences.” This claim of primacy of economics over other
social-political institutions has been the underlying theoretical framework of analysis for leftist scholars of the Marxist
tradition. They claim that economics presents the substructure upon which others referred to as superstructure derive
their form, function and relevance. It seems that this analytical premise is relevant in understanding the impact of
globalization on various aspects of a nation’s and organization’s life.
This challenge notwithstanding, various attempts have been made at a straight definition. Held et al (1999:16) define
globalization as the:
Process (or a set of processes) which embodies a transformation in the spatial organization of
social relations and transactions-assessed in terms of their extensity, intensity, velocity and impactgenerating transcontinental or interregional flows and networks of activity, interaction, and
exercise of power.
Implicit in this definition is that globalization is a process not a static condition; which is not only on-going but is
progressively impacting on the flow (which according to the authors refer to movement of physical artifacts, people,
symbols, tokens and information) and network (which is defined to mean regularized and patterned interactions
between independent agents and units) of activities across nations and regions. In their arguments the authors provide
analytical framework for understanding various forms and dispensations of globalizations (Tikly, 2001:156). Four eras
emerged from their calibrations denominated in terms of extensity, intensity, velocity and impact of the flows and
networks. They are pre-modern, early modern, modern and contemporary periods. Contrasting the contemporary era
with the previous dispensations in terms of the earlier stated criteria; the author has this to say:
Empires, once the principal form of political rule and political organization, had given way to a
worldwide system of nation states, overlaid by multilateral, regional and global systems of
regulation and governance. Moreover, whereas previous epochs were denominated by collective or
divided hegemony of western powers, the contemporary era can claim to have only single potential
hegemonic power: the United States…whose enormous structural power has remained deeply
inscribed in the nature and the functioning of the present world order.
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Globalization Models and Approaches
There are basically three main models and approaches in understanding the dynamics and growing influence of
globalization especially in developing countries (Tickly, 2001:153-154). A brief discussion of these models and
approaches shall be made below:
Hyper-globalistic Approach
The proponents of this school of thought are (Ohamea, 1995; Strange, 1996; Donald 1992; Usher and Edwards, 1994).
The central thesis of this approach is that we are entering into a truly global age with distinctively new forms of global
culture, governance and civil society. They believe that this new state will overrun and supplant the national education
and creating of national culture. In its full operation the traditional schooling methods will give way to virtual and high
tech learning methods.
Critics dismiss this school’s postulation as being preposterous. For one, most postcolonial governments see education
as an instrument of national unity and common citizenship and as such are more inclined to strengthen hold on
education rather than loose grip on it. Secondly, in most low income countries of the world, access to computers and
the information superhighway is limited to postcolonial elites who through access to prestigious schools and
international educational experiences are linked to the information revolution whilst the majority of the learners are not
(Kenway, 1996: 217).
The Skeptical Approach
The key proponent of this approach to understanding the impact of globalization is Green (1997). The central thesis of
this approach is that even though that globalization has led to increased regionalization, the earlier trading blocs
formed during the height of European Imperialism, have been weakened. In other words, they believe that what has
happened is nothing more than partial internationalization. In particular, this view believes that global Capitalism has
led to greater polarization between the developed and developing countries ( see Pleskovic and Stern 2002); a
situation which has heightened the significant need for nation states to manage the deepening crisis which are attendant
to growth in capitalistic system. In other words, instead of acquiescing to the sweeping influences of globalization, this
approach sees the response of nation states in the direction of more controls in a bid to stem the tide of the
consequences of globalized economy.
The major shortcoming of this view is that it has little relevance in understanding the situation in sub-Saharan Africa,
as its focus and data were more on the advanced countries of the global West and the Pacific Rim.
The Transformationalistic Approach
This approach tries to integrate the views of the first two approaches and tries to fill the gaps identified in the process.
Like the hyperglobalists, the transformationalists believe that the world is indeed experiencing an unprecedented level
of global interconnectedness. But unlike the hypergloblists they do not agree that it is an entirely new global age of
socio-economic and political order. Instead, they believe it is an outflow of a long continuum of historical activities
replete with contradictions. For instance, while it is true that globalization is leading to an increased integration of
nations in some aspects of the economy, politics and culture; it is on the other hand leading to increased polarization
and fragmentation where some states are more deeply entrenched in the system while others are heavily marginalized.
Proponents of this school believe that there is a rearrangement in the poverty-wealth divide. It is no longer restricted
to nations but involves new social relationships that transcend and cut across national boundaries. For instance the
‘Core’ of the world economy now includes not only the wealthy nations but elites in the poorer nations as well.
Conversely the world ‘Periphery’ now includes the poor and socially deprived in the more affluent nations.
Again within the thinking mold of this approach, the role of state is transformed. While in principle it (nation state) still
maintains control over what happens in its territory, this control is influenced by the multilateral institutions which
drive the process of globalization. This approach routes for a shift from national groupings to international ethnicities
that cut across nations. From fixed to fluid cultural boundaries.
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Within the context of this study and the emerging trend globally, the views and submissions of the transformationalists
provide a better analytical framework than the other schools in understanding the impact of globalization on various
aspects in developing countries.
Concept and Model of Human Resources Management
To fully appreciate the definition of HRM, we must first appreciate the fact that it is a sub-process of the entire
management process. Traditionally, managers group organization resources into the popular 3Ms-men material and
money (Akpala, 1990:3). There are however, more recent categorizations which include men, materials, machines,
money, market and methodologies (technology) (Ocheoha, 2009). Using the traditional classification it is noted that
the management of each of these resources constitutes a sub-process in the entire management function. Consequently,
the management of money is what is called Financial Management. The management of material is called
Production Management. While the management of human beings in the organization is what is called Human
Resources Management
Bernadine (2003:26) identifies four possible models/ strategic approaches in international HRM. They shall briefly be
discussed below:
Ethnocentric model: This model works within the assumption that management and human resource practices are
critical core competence to a firm’s competitive advantage and as such should not be trifled with nor compromised
(Bird et al, 1998:159). Under this model, the foreign subsidiaries tend to have little autonomy and operations and
decisions are typically centralized at the headquarters. The bulk of the management staffs are usually sent from the
headquarters and comprise mainly the Parent Company National (PCNs). Most Japanese and American organizations
are known to use this approach in recruiting and deploying international staff. There is usually pay disparity between
the management staff which are paid in foreign currency and the rest of the staff usually members of the Host Country
National (HCNs) that receive their pay in local currency and according to local market trend. This could be problematic
if not properly managed. Firms that use this model usually have the onerous task of ensuring that local personnel
acquire the necessary competencies and skills to help them perform optimally.
Polycentric Model: This is at the polar end of the continuum when compared to ethnocentric model. This model treats
subsidiary as a distinct entity with some level of decision making authority. The essential thrust of this model is that
international subsidiaries operate in a different environment (legal, socio-economic, political and cultural) conditions
from that of the parent company and as such should be allowed to evolve its own HR management systems unique to it.
Under this model both the management and the supporting staff are usually selected competitively from the local labor
market. The only challenge is that in most cases, these local personnel are hardly ever promoted to work outside their
local environment either in other countries where the company has subsidiaries or in the headquarters. This model is
cheaper in addition to being more adaptable to local conditions.
Geocentric Model: This model tries to remove the boundaries and separating lines between the parent company and
the subsidiaries scattered all over the globe. It strives to integrate its businesses with the relationships based on
collaboration and mutual reciprocity. Under this model, the organization begin to see itself as having a global
workforce that can be deployed and utilized in a variety of ways throughout the world. Key positions tend to be filled
by the most qualified individuals regardless of nationality. For cost effective purposes, among others, most of the lower
and middle level personnel could be sourced from the HCN, key management positions are sourced from
anywhere-PCNs, HCNs and Third-Country National (TCNs). Staff remunerations in companies that are geocentric
are generally based on global market rates and standards. Pay and work considerations are solely based on individual
contributions to the organization rather than country of origin.
Regiocentric Model: This is a modified version of geocentric model. The main difference is in scope; while the latter
is global in scope the former is regional. In other words, African subsidiaries will be managed by Africans, just as
European subsidiaries will be managed by Europeans. To function properly, there is usually a strong regional
headquarters that is vested with the power and authority to manage its operations in the particular region. These
regional headquarters integrate and collaboratively manage the subsidiaries within its region. The only challenge is that
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there is usually limited flow between the regions and the global headquarters. In some cases some use this model as a
prelude and preparation to full-scale geocentric model.
It is important to note that within the contextual needs of developing countries any model chosen must strike a balance
between maximizing its huge labor potential and providing opportunities for technology transfer. A critical look at
the models presented above shows a clear trade-off between the twin goals of maximizing labor potentials of the host
countries and technology transfer. For instance, ethnocentric and geocentric models increases the chances of
technology transfer while minimizing the chances of utilizing local labor. While the regiocentric and polycentric
models maximize the use of labor and reduce chances of technology transfer. The best strategy is for developing
countries to initiate policies that will achieve a proper mix between the two goals.
Another important lesson for developing countries could be gleaned from the growth strategy of most Asian
economies. Nissanke and Thorbecke (2008:12) note that the “growth –accompanied by a substantial reduction of
abject poverty –in East Asia can be explained in terms of the region-wide comparative advantage recycling in the
production of labor-intensive goods. The process involves a strong demand for unskilled and semi-skilled labor, driven
by exporting labor intensive goods and pro-trade FDI through effective knowledge skill transfer.”
1.4 Methodology
Data for this study was sourced from both primary and secondary sources. Personnel (especially those from the human
resources department) from the sampled firms were the major source of primary data while reports of previous studies
and literature were the source of secondary data.
A sample size of 385 personnel was derived from the total population of 13,446 of the selected 8 multinational firms
from oil, banking and manufacturing sectors. Survey method of design was used and data were collected using
questionnaire and interview. The interview was mainly carried out on the human resources managers of these
organizations. The analysis of data, interpretation and test of hypotheses was done with SPSS.
1.5 Results and Findings
Study Objective1: To determine, if any, the extent to which Nigerian business organisations have changed their
human resources policies as a result of globalization
Fig 4.1: Extent of Policy Change in Human resources Policies
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Fig 4.2: The Impact of Globalization on HR Policies of Organisations
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The data in figures 4.1 and 4.2 above clearly show that there has been a major human policy change in Nigerian
organizations as a result of globalization. Exactly 90% of the respondents agree that their HR policies have changes,
while 89% agreed that globalization has led to HR policy changes in the organizations investigated.
Study objective2: To examine the extent and in which direction, highly skilled staff have migrated following
globalization.
Fig 4.3: The Extent of Employee Mobility
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Fig 4.4: Category of Staff Involved in Job Movement
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Figures 4.3 and 4.4 reveal that staff mobility across the various organizations investigated is moderately high and the
category of staff involved are the highly skilled ones. About 86% agreed that staff mobility is moderately high or very
high, while 14% agree that it is low or very low. On the other hand, approximate 62% of the total respondents agreed
that the employees involved in this movement are the highly skilled staff. About 24% believe that it is the moderately
skilled staff that moves most, while about 12% believe that there is no category of staff involved in the movement and
3% say that it is the unskilled staffs that move.
Study Objective3: To determine the likely changes in income and compensation structure as a result of globalisation
forces.
Fig. 4:6

Recent Changes in Income and Compensation Structure of Nigerian Organisations
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Figure4:7 Income Changes and Staff Retention and Increase in Productivity
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Data in Figure 4:6 show that there are changes in the income and compensation structure of the investigated Nigerian
organizations. Approximate 80% agreed or strongly agreed, 16% disagreed or strongly disagreed and about 4% were
undecided. Figure 4:7 show that increases in income helped to retain and increase the productivity of staff. This is
supported by approximately 69% of the respondents; about 21% disagreed while about 9% were undecided.
1.6 Test of Hypotheses
This section explains the outcome of statistical tests employed for testing the hypotheses stated in chapter one.
Hypothesis 1:
H1:

Most organisations in Nigeria have significantly changed their human resources policies in response to the
influence of globalisation.

We can state the null hypothesis thus:
H0:

Most Nigerian organisations have not changed their human resources policies in response to globalisation.

The data for this test of hypothesis is drawn from the responses on questions 7 and 25a as shown in tables 4.7 and 4.9 in
the previous section. Non parametric chi-square was used in testing this hypothesis. Responses on the five point scale
were collapsed into two, to form a dichotomous variable. The formed variable was analyzed using non-parametric
chi-square. The result of analysis for this hypothesis is shown in Table 4.31 below. A chi-square value of 32 was
obtained at 129 degrees of freedom, giving rise to P-value of 0.00. This leads to a rejection of the null and acceptance
of the alternate for the hypothesis under consideration. The outcome of the test, therefore, reveals that globalization
influence has led most Nigerian organizations to significantly change their human resources policies.
Table 4.31: Chi-square value for test of Hypothesis One
Responses

Observed N

Expected N

Residual

Disagree

13

65

-52

Agree

117

65

52

Total
130
Source: Field Survey, 2008
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Hypothesis 2
H1:

There has been significant relationship between rate of mobility and increased opportunities offered by global
economic forces.

The null hypothesis can be stated below as follows:
H0:

There is no significant relationship between the rate of mobility and increased opportunities offered by global
economic forces.

The pertinent data for the testing of this hypothesis were the responses for questions 10 and 25b and shown in tables
4.10 and 25b in section 4.2.3. A contingency chi-square was used in testing this hypothesis. This was done by cross
tabulating the variable on rate of mobility with number of employee going abroad. The result of analysis for this
hypothesis is shown in Table 4.32 below. A chi-square value of 5.14 was obtained with a P-value of 0.0, thus, leading
to the acceptance of the alternate hypothesis. The outcome of the test reveals a strong statistical relationship between
rate of mobility and increased opportunity offered by globalization.
Table 4.32: Cross Tabulation of the Rate of Mobility by Globalisation
Rate

of

mobility

Globalisation

Agree

Disagree

Total

Low

29 (33)

58 (67)

87

High

4(8)

40(92)

43

Total

29(22)

101(78)

130

Asymp.
Chi-Square Tests

Df

(2-sided)

5.142857

1

0.023342

Sig.

Source: Field data
Hypothesis 3
H1:

There are significant changes in the income and compensation structure as a result of globalization.

The null hypothesis is stated thus:
H0:

There are no significant changes in the income and compensation structure as a result of globalization.

Data for the test of this hypothesis is obtained from the responses on questions 14 and 25e of the questionnaire
presented in tables 14 and 25e in section 4.2.5. T-test and correlation analyses were used to test this hypothesis. The
obtained t-values as contained in Table 4.36 below reveal the existence of significant changes in the income and
compensation structure on one hand and general changes in personnel emolument on the other hand. A correlation
analysis was further employed to ascertain the existence of significant relationship on the two variables chosen for this
hypothesis. The result shows a correlation value of 0.65, which is significant at (P<0.05) level. Given this result we
reject the null and accept the alternate hypothesis meaning that there are significant changes in the income and
compensation structure as a result of globalization.
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Table 4.36: T and Correlation values for Hypothesis 3
Std.
Question item
Has

there

been

Mean

major

significant
personnel

has

3.918367
led

T

Sig.

0.65

0.00

(2-tailed)

1.114988

6.80353

4.85E-10

to

changes

in

emolument

and

conditions of work

Deviation

correlation

in

changes in salary
Globalization

Sig.

3.604167

1.039222

4.78804

3.18E-06

.1.7 Summary of Findings, Conclusions and Recommendations
The analysis of data and interpretation of results yielded the following findings:
1.

That most Nigerian organisations have changed their HR policies as a result of global factors.

2.

Most highly skilled employees have left Nigerian organisations in search of greener pastures overseas. These
movements have been facilitated through the opportunities provided by the internet, cross-country posting of
personnel by global firms and desire to live abroad where supposedly ‘things work’.

3.

Nigerian organisations, within the sectors under investigation, have reviewed their income and compensation
structure upward so as to retain their staff and cope with the scramble for few existing skilled personnel amidst
global competition. This upward review has led to few skilled Nigerians coming back to take up some top
banking jobs.

Conclusion
This research effort sought to investigate the impact of globalization on the management of human resources in
Nigeria. The underlying theoretical assumptions for this study are: that globalization as a world-wide phenomenon has
come to stay and has far reaching implications in almost all spheres of life; that the competitive cutting edge for
African countries Nigeria inclusive are its human resources; it therefore makes academic sense to examine the
relationship between the two of them.
Contrary to the prevailing perception among Nigerian scholars that globalization is an extension of global imperialism
and as such portends only negative consequences, this study findings show that globalization has impacted on human
resources management in both positive and negative ways. In particular, globalization has brought about rapid changes
in the HR policies of most organizations and has led to upward review of the income and compensation structure of
most Nigerian organizations. The downside of globalization with respect to HRM is that it has led to the movement of
highly skilled staff overseas.
Recommendations
Based on the findings of this study the following recommendations are therefore proposed:
1.

It is now clear that the global environment changes very frequently and as such most organisations should
maintain flexible human resource policies so as to reflect the changes in the global and local labour market.
The era of reviewing HR policies within a rigidly stipulated long term period (say for instance, every 5years
or 10 years) is over. It is essentially the dynamics of global forces that determines the frequency of such
changes.

2.

Nigerian organisations should pay competitive wages so as to reduce the exodus of skilled staff. The Nigerian
government should step up its infrastructural development so as to ensure a conducive and safe environment
for peaceful co-existence requisite for pursuit of personal and collective socio-economic objectives.

3.

There is need to initiate policies aimed at encouraging Nigerians overseas to repatriate their earnings in
form of foreign direct investment and/or help facilitate technology transfer. This is especially the case in the
banking industry where most Nigerian banks are going global.
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