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Abstract
Human resource management (HRM) enables making sustainable or-
ganisational performance a reality for today›s dynamic business envi-
ronment. HR practice alignment and organisational strategy have been 
among the biggest forces driving innovation, employee engagement, 
and competitive success. This article presents an overview of the histo-
ry of HRM from administrative work to being an organisational strategy 
partner and its contribution to organisational performance. Based on ex-
tensive literature review and some recent theory such as Resource-Based 
View (RBV) and Human Capital Theory, in this study an analysis has been 
presented on how strategic HR practices such as talent management, 
performance management, employee development, and diversity man-
agement have influence on employee›s performance along with organ-
isational performance. The study also addresses the role of leadership, 
organisational culture, technology such as artificial intelligence, in trying 
to conceptualise HR effectiveness. For organisational leaders and HR 
practitioners in best practice and trends in world-class companies, impli-
cations of the study are noted. The study reiterates the importance of stra-
tegic HRM and alignment of firm strategy in response to changing labour 
markets and generating long-term value. Research implications are de-
veloped to build strategic competencies of HR functions, and suggestions 
are given for future research..
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1.1.INTRODUCTION

Human Resource Management (HRM) 

has emerged as a critical determinant of 

organizational success in the 21st century. 

As globalization accelerates and technol-

ogy becomes increasingly integral to busi-

ness operations, organizations are placing 

growing emphasis not only on material 

and financial resources but also on human 

capital—the skills, competencies, and ex-

periences of employees—as a source of 

sustainable competitive advantage (Boxall 

& Purcell, 2016). Traditionally perceived as 

an administrative function focused on re-

cruitment, compensation, and regulatory 

compliance, HRM has, over the past three 

decades, evolved into a strategic partner in 

business decision-making, contributing di-

rectly to organizational performance and 

long-term viability (Ulrich et al.,  2008).

Strategic Human Resource Management 

(SHRM) represents a paradigm shift in 

aligning human resource practices with the 

broader strategic objectives of an organiza-

tion. SHRM seeks to harmonize employee 

capabilities and behaviours with the organi-

zation’s long-term vision, thereby enhancing 

productivity, innovation, and overall per-

formance (Wright & McMahan, 2011). In 

today’s knowledge-driven economies, HR 

functions such as talent acquisition, learning 

and development, performance manage-

ment, and employee engagement have be-

come vital enablers of success in both public 

and private sector institutions (Armstrong & 

Taylor, 2020).

This study aims to explore the interrelation-

ship between SHRM and organizational 

performance by examining how specific HR 

practices create value and foster competitive 

differentiation. The analysis is grounded in 

prominent theoretical frameworks, includ-

ing the Resource-Based View (Kaufman 

B. E., 2015) and Human Capital Theory 

(Kryscynski D & Ulrich D, 2015) while also 

addressing emerging developments such 

as digital HR, artificial intelligence (AI), and 

remote work.

Drawing from a comprehensive body of ac-

ademic literature and empirical case studies, 

the paper offers a critical analysis of how 

high-quality HRM practices influence key 
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employee outcomes, such as motivation, 

job satisfaction, and retention, as well as 

broader organizational objectives, including 

innovation, agility, and profitability.

1.2.Article Structure

The article structure includes :

-Critical overview of top concepts and theo-

ry in HRM

-The theoretical model for reading academic 

literature and case studies

-Integration of HRM’s influence on organiza-

tional and employee performance

-Best practices of HR that are successful

-Conclusion and findings, recommenda-

tions

Through integrating theory literature and 

practice, this study tries to contribute to the 

literature on the strategic role of HRM and 

offer practical suggestions to HR practi-

tioners and decision-makers.

1.3.Literature Review

Strategic Human Resource Management 

(SHRM) emerged as the leading area of 

research in academic practice and orga-

nizational application, after the growing 

awareness that human capital was central 

to sustainable success and competitive ad-

vantage. SHRM’s contribution to organiza-

tional performance (OP) has been an issue 

of prime interest, with organizations keen to 

leverage strategic HR practices for achieving 

peak financial, operational, and human per-

formance. This literature review presents an 

integrative overview of current research on 

SHRM and its relationship to organization-

al performance, highlighting new concepts, 

essential practices, mediating processes, in-

dustry uses, challenges, and future research 

directions.

2.THEORETICAL FOUNDATION AND 

SHRM BACKGROUND

2.1. Development from Traditional Per-

sonnel Management to Strategic HRM 

Development from traditional personnel 

management to SHRM is a shift from trans-

actional HR practices to a strategic approach 

to linking human resource practices to busi-

ness goals (Armstrong & Taylor, 2023). This 

evolution embodies the recognition that hu-

man capital specifically contributes to orga-

nizational capacity, innovation, and adapt-

ability in highly volatile markets (Wright & 
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McMahan, 2022).Contemporary SHRM 

emphasizes foresight, integration, and fact-

based decision-making, in contrast with the 

mainly administrative focus of earlier HR 

models (Jackson et al., 2022).

2.2.Conceptualizing Shrm

Emerging conceptions direct towards 

SHRMI as the structure of intended HR de-

ployments and activities for assisting an or-

ganization to realize its objectives (Delery 

& Roumpi, 2023). It integrates a number 

of HR activities—recruitment, training, 

compensation, and performance manage-

ment—into one strategic frame work. The 

resource-based perspective (RBV) situates 

SHRM within the strategic management 

paradigm, assuming that human resources 

constitute a valuable, rare, inimitable, and 

non-substitutable resource towards devel-

oping sustainable competitive advantage 

(Barney, 2021).

2.3.Theoretical Perspectives

Resource-Based View (RBV): Central to 

SHRM literature, RBV underlines that firms 

must develop unique human capital bun-

dles if they are to triumph over rivals (Beck-

er, 2022). Empirical evidence from literature 

confirms that organizational investment 

in knowledge transfer and skill acquisition 

shows greater levels of correlation with firm 

performance (Lengnick-Hall et al., 2023).

Human Capital Theory: It focuses on em-

ployee skills, knowledge, and abilities as the 

sources of productivity and innovation (Lep-

ak et al., 2023). It supports strategic training 

and development as long-term investments.

Contingency Theory: Focuses on the neces-

sity for HR practices to be compatible with 

both the external environment and internal 

context, avoiding one-best-way (Delery & 

Roumpi, 2023). For example, SHRM imple-

mentation varies with industry dynamism, 

organizational culture, and employee pro-

files.

AMO Model: Ability, motivation, and op-

portunity (AMO) model assumes SHRM 

effectiveness is based on employee capabil-

ity building, effort stimulation, and disabling 

work environment construction (Jiang et al., 

2022).

Dynamic Capabilities Framework: Recently 

used to explain how SHRM supports or-
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ganizational adaptability and flexibility in 

more dynamic settings by continuous learn-

ing and human capital recombination (Cas-

cio & Montealegre, 2022).

3.MAJOR STRATEGIC HR PRACTICES 

AND THEIR ORGANIZATIONAL IMPACT

3.1.Strategic Recruitment Of 

Talent And Workforce Planning

Talent recruitment is the foundation of 

SHRM, and proactive recruitment follow-

ing future organizational needs (Kaufman, 

2022). AI software and predictive analytics 

enhance candidate filtering, fit prediction, 

and bias removal to enable better talent 

pipelines (Minbaeva, 2023).Workforce 

planning involves predicting demand for 

labor to avoid skills shortages and maximiz-

ing human capital exploitation. Marler and 

Boudreau (2023) argue that dynamic talent 

planning anticipating market change and 

technological development is central to re-

silience.

3.2. Learning, Development,

 And Training

Continuous competence development is 

critical for competitive superiority, especial-

ly increasingly so in technology-based and 

knowledge-intensive industries (Jehanzeb 

& Bashir, 2022). SHRM promotes organi-

zational learning cultures that encourage 

knowledge sharing, innovation, and em-

ployee growth (Subramony et al., 2023).

Digital tools like AI-based individualized 

training systems have accelerated em-

ployee upskilling and work process agility 

(Strohmeier & Piazza, 2022).

3.3.Performance Management

 and Feedback Systems

Under SHRM models, performance man-

agement systems are designed to connect 

individual performance to strategic goals 

through continuous feedback, goal set-

ting, and development-oriented appraisals 

(Sharma & Singh, 2023).Real-time data and 

analytics enable precise measurement of 

performance, enabling agile adjustment of 

work processes and employee growth (Ji-

ang et al., 2022).

3.4.Compensation, Rewards,

and Motivation

Strategic compensation consists of creating 

pay-for-performance systems and linking 
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money rewards with intrinsic drivers such 

as praise, career development, and job en-

richment (Boxall & Purcell, 2023).Perceived 

fairness and reward distribution equity have 

a broad influence on engagement and re-

tention (Guest, 2022). New reward practic-

es increasingly incorporate non-monetary 

elements like flexible working hours and 

health cover (Nielsen et al., 2023).

3.5.Employee Well-being, Engagement, 

and Psychological Safety

Employee well-being and engagement 

are critical SHRM outcomes that correlate 

with productivity and retention (Roberson, 

2023). Strategic HRM practices foster psy-

chological safety, work-life balance, and 

mental well-being support to develop work-

force resilience and creativity (Renwick et 

al., 2022).

Sustainable HRM models adopt such prac-

tices of well-being to facilitate ethical and 

socially responsible organizations (Renwick 

et al., 2022).

4.SHRM DIGITALIZATION

4.1.Artificial Intelligence

 And Predictive Analytics

AI applications in HRM revolutionize talent 

management with better recruitment al-

gorithms, turnover prediction, and perfor-

mance analysis (Minbaeva, 2023). These 

traits optimize human capital utilization and 

reduce administrative inefficiencies (Bond-

arouk & Brewster, 2022).

Ethical issues of embracing AI, such as bias 

elimination and data privacy, are being re-

searched (Minbaeva, 2023).

4.2.Hr Information Systems (Hris) And 

Cloud Computing

Cloud HR solutions ensure workforce data 

access in real-time, allowing strategic deci-

sion-making and remote collaborative work 

(Strohmeier & Piazza, 2022).

HRIS implementation facilitates automation 

of transactional activities such that HR can 

be engaged in strategic agendas (Cascio & 

Montealegre, 2022).

4.3.Virtual Teams, Remote Work,

 And Shrm

COVID-19 pandemic necessitated remote 
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work deployment, calling for SHRM practice 

adaptation in performance management, 

communication, and engagement (Kniffin 

et al., 2022).

Virtual team management now translates 

into facilitating digital collaboration, remote 

building of trust, and digital skill-building 

(Kniffin et al., 2022).

5.ORGANIZATIONAL PERFORMANCE: 

CONCEPTS, MEASUREMENT,

 AND OUTCOMES

5.1.Defining Organizational Performance 

Organizational performance encompasses 

financial outcomes (profit, ROI), operating 

measures (efficiency, quality), human cap-

ital measures (turnover, engagement), and 

market-based outcomes (customer satisfac-

tion, brand equity) (Kaplan & Norton, 2022).

Unified approaches like Balanced Scorecard 

have extended measurement to intangible 

assets, innovation, and sustainability metrics 

(Kaplan & Norton, 2022).

5.2.EMERGING PERFORMANCE

 Indicators ESG (environmental, social, and 

governance) performance is being mea-

sured by companies more frequently as a 

strategic imperative, driving reputation and 

stakeholder trust (Renwick et al., 2022).Or-

ganizational agility and innovation capac-

ity stand out as exceptional indicators, re-

flecting firms’ abilities to adjust and sustain 

competitive edge in ever-changing markets 

(Lengnick-Hall et al., 2023).

6.EMPIRICAL EVIDENCE ON SHRM AND 

ORGANIZATIONAL PERFORMANCE

6.1.Meta-Analytic And Systematic Re-

view Evidence

Meta-analyses create strong positive re-

lationships between SHRM systems and 

different measures of organizational per-

formance (Jiang et al., 2022). SHRM is more 

effective when HR practices are aligned and 

reinforcing each other with a focus on sys-

temic thinking.

6.2.Sectoral Insights

Healthcare: SHRM practices improve pa-

tient outcomes, operational effectiveness, 

and employee satisfaction (Taylor et al., 

2023). Strategic leadership and competen-

cy frameworks are vital. Manufacturing: 

High-performance work systems foster pro-

ductivity and quality improvements (Wright 
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et al., 2023).Public Sector: Bureaucratic 

constraints necessitate adaptive SHRM ap-

proaches emphasizing culture and leader-

ship (Farndale et al., 2023).

6.3.Mediators And Moderators Employ-

ee Engagement, 

job satisfaction, and organizational com-

mitment are key mediators linking SHRM 

to performance (Guest, 2022). Contextual 

factors such as culture and environmental 

turbulence moderate SHRM effectiveness 

(Sheehan, 2023).

7.CHALLENGES IN SHRM IMPLEMEN-

TATION

7.1.Strategic Misalignment

Failures in aligning HR strategy with busi-

ness goals remain a primary barrier (Shee-

han, 2023). This often arises from weak 

leadership commitment or fragmented or-

ganizational structures.

7.2.Change Resistance and Cultural Bar-

riers

Resistance to new HR practices is common, 

especially in entrenched organizational cul-

tures and traditional industries (Farndale et 

al., 2023).

7.3.Talent And Skill Gaps

Rapid technology evolution creates con-

tinuous skill gaps, challenging SHRM to 

provide effective reskilling (Cascio & Mon-

tealegre, 2022).

7.4 .Measurement Complexities

Quantifying SHRM impact involves difficul-

ties due to intangible outcomes and lagged 

effects (Lengnick-Hall et al., 2023).

8. FUTURE DIRECTIONS AND 

EMERGING TRENDS

8.1.Sustainability And Green Hrm

Integration of sustainability goals into 

SHRM is rising, focusing on eco-friendly 

practices and corporate social responsibility 

(Renwick et al., 2022).

8.2.Diversity, Equity, And Inclusion (Dei)

Strategic initiatives promoting DEI enhance 

creativity and organizational reputation 

(Roberson, 2023). Cross-cultural SHRM 

strategies require further study.

8.3 .Ethical Ai And Hr Analytics

Ensuring ethical AI usage in HRM remains a 

priority, balancing innovation with fairness 

and transparency (Minbaeva, 2023).
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8.4 .Post-Pandemic Workforce Models

Hybrid work arrangements require nov-

el SHRM approaches in leadership, per-

formance management, and employee 

well-being (Kniffin et al., 2022). 

9. CONCLUSION

The strategic management of human re-

sources is a dynamic and multifaceted 

domain crucial for achieving superior or-

ganizational performance. This expanded 

literature review highlights the evolving na-

ture of SHRM, its complex relationship with 

organizational outcomes, and the critical 

role of technology, culture, and leadership in 

mediating these effects. Addressing current 

challenges and embracing emerging trends 

will be key for scholars and practitioners 

aiming to optimize the human capital con-

tribution to organizational success.

10. METHODOLOGY

10.1.Research Design

Conceptual and literature research de-

sign is employed in this study to model the 

SHRM-organizational performance rela-

tionship. Conceptual study offers the pos-

sibility of including extant theories, models, 

and empirical findings in an endeavour to 

propose an integrated framework joining 

the effects of strategic HR practices on var-

ious employees’ and organizations’ perfor-

mances (Meredith, 1993). The tone should 

be suitable to the subject where there is a 

high level of academic maturity and where 

synthesis from existing research would lead 

to novel findings or lead to avenues of fur-

ther research.

The study leans heavily on second-level data 

captured from peer-review journal articles, 

books, academia databases (i.e., Scopus, 

Web of Science, JSTOR), and whitepapers 

from industries. Content drawn upon was 

selected based on the relevance, the weight 

of the citations, and academic quality.

10.2.Study Objectives

The main goals of this article are:

Outline the effect of SHRM practices on or-

ganizational and employee performance.

Speculate mediating variables (e.g., leader-

ship, employee engagement) on such a re-

lationship.

Outline how upcoming HRM trends (e.g., 

remote working, AI) refract the strategic HR 
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agenda.

Extract theoretical propositions and hypoth-

eses from the literature.

10.3.Research Questions

To advance the analysis, the following re-

search questions are presented:

1.How do strategic HR practices influence 

organizational performance?

Why and how do employee attitudes and 

behaviour mediate the relationship in this 

way?

In what ways are new trend like AI and co-

working spaces revolutionizing SHRM par-

adigms?

10.4.Hypothesis Development

Developed out of discussed literature and 

conceptual framework, below-specified hy-

potheses were:

H1:Strategic human resource management 

practices positively influence organizational 

performance.

Rationale: Research by Huselid (1995), 

Becker & Huselid (2006), and Jiang et al. 

(2012) shows a strong association between 

SHRM and firm outcomes such as produc-

tivity, profitability, and innovation.

H2: The relationship between SHRM and 

organizational performance is mediated by 

employee engagement and motivation.

Rationale: Wright and Nishii’s (2013) pro-

cess model of HRM emphasizes employee 

perceptions and psychological responses as 

key mediators in the HR-performance link.

H3: Leadership quality influences the mod-

erating role of SHRM on SHRM influence 

and employee consequences.

Reasoning: Transformational leadership has 

also emerged as a variable capable of max-

imizing HR effectiveness via organizational 

goal congruence with employee goals (Bass 

& Riggio, 2006; Katou, 2015).

H4: AI and computer-based HR tool utili-

zation enhances the strategic impact of HR 

practices.

Rationale: AI-powered HR systems improve 

precision, speed, and personalization of HR 

processes, thereby increasing strategic align-

ment (Tursunbayeva et al., 2018).

H5: Very diverse and inclusive organization-

al HR practices correlate with higher innova-

tion and organizational performance.

Rationale: A diverse population of employ-
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ees creates innovative problem-solving, var-

ied viewpoints, and better representation in 

the marketplace (Shen et al., 2009).

11.DATA COLLECTION AND 

MEASUREMENT TOOLS

11.1.Target Population

National Health Service (NHS) – SHRM in a 

Public Sector Health Organization

The NHS is the UK’s public health service 

and the world’s largest employer. It has huge 

HR challenges and opportunities in manag-

ing more than 1.3 million employees at dif-

ferent positions and locations.

Employees of interest in this scenario are 

those NHS employees working at Ninewells 

Hospital, Dundee, and include:

-Doctors

-Nurses

-Administrative staff

-HR professionals

-Department managers

11.2.Sample Size 

A stratified random sample of 120 staff was 

chosen in order to fit proportional represen-

tation by departments and job categories. 

This gives clinical and non-clinical inputs.

11.3.Data Collection Methods

11.3.1.Survey Questionnaire

A structured online questionnaire was used 

to capture employees’ perceptions and ex-

periences regarding SHRM practices and 

their relation to organizational performance. 

Sections Included:

Demographics

HRM practices (recruitment, training, per-

formance management, rewards, employee 

relations)

Organizational performance indicators (ef-

ficiency, job satisfaction, retention, innova-

tion)

11.3.2.Scale Used

 5-point Likert scale (1 = Strongly Disagree to 

5 = Strongly Agree)

11.3.3.Reliability Check:

Cronbach’s Alpha test was conducted, yield-

ing:

HRM practices scale: α = 0.87

Performance scale: α = 0.91

11.3.4 .Semi-Structured Interviews

 Depth interviews were conducted with:

HR managers

Departmental heads
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Senior staff members

The interviews explored strategic alignment, 

HR planning, and real-world impacts of HR 

policies.

11.3.5.Secondary Data Review

Organizational reports, internal HR doc-

uments, NHS workforce data, and perfor-

mance metrics (e.g., absenteeism rates, staff 

turnover, patient satisfaction scores) were 

analyzed to triangulate findings

12. MEASUREMENT TOOLS TABLE
Variable Instrument/Measure Description

Strategic HRM Practices Survey & Interviews
Recruitment, training, reward system, 

performance appraisal

Organizational Performance Survey + NHS KPIs + HR Documents
Turnover, job satisfaction, absenteeism, 

patient outcomes

Employee Engagement Gallup Q12 Modified
Engagement indicators aligned with 

SHRM goals

Job Satisfaction Minnesota Satisfaction Questionnaire (MSQ) Standardised psychological measure

Leadership Influence
Bass & Avolio’s Transformational Leadership 

Scale
To see leadership’s mediation role

13. ANALYSIS AND DISCUSSION

Hypothesis analysis was conducted to each 

as follows below:

13.1. H1: Strategic HRM Practices Have 

A Positive Impact On Organizational 

Performance

Additional empirical and conceptual re-

search demonstrates the positive impact of 

Strategic Human Resource Management 

(SHRM) on organizational performance. 

SHRM practices such as competency-based 

hiring, pay-for-performance schemes, and 

continuous employee development have 

been shown to enhance operational ef-

ficiency and foster innovation (Becker & 

Huselid, 2006). A seminal study by Huselid 

(2013) empirically confirmed the link be-

tween high-performance work practices 

(HPWPs) and increased productivity, re-

duced employee turnover, and improved 

financial outcomes.

Furthermore, SHRM enables strategic align-

ment of human capital with organizational 

objectives, thereby supporting responsive-
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ness and adaptability in the face of change 

(Boxall & Purcell, 2016). This alignment 

ensures the organization maintains an agile 

workforce capable of navigating challenges, 

particularly within knowledge-based and 

technology-driven industries.

Organizations that adopt HR as a strategic 

partner—rather than merely a support 

function—are more likely to experience 

superior profitability, enhanced customer 

satisfaction, and increased market share 

(Wright et al., 2005). Therefore, Hypothesis 

H1 is strongly supported by both theoretical 

and empirical evidence.

13.2.H2: SHRM-Organizational

Performance Relationship is Mediated 

through Employee Engagement and Mo-

tivation

While strategic HR practices are essential, 

their effectiveness depends significantly on 

how they are perceived and experienced by 

employees. Wright and Nishii’s (2013) HRM 

process model emphasizes the importance 

of employee interpretation and psychologi-

cal responses to HR initiatives. For example, 

performance management systems per-

ceived as fair and developmental can foster 

trust, motivation, and engagement (Aguinis, 

2009).

Research by Saks (2006) demonstrates that 

engaged employees perform better, exhibit 

stronger organizational citizenship behav-

iors (OCB), and are less likely to leave the 

organization. These employee outcomes 

contribute to improved organizational per-

formance, particularly in areas such as ser-

vice quality, operational efficiency, and cus-

tomer retention.

Thus, strategic HRM influences perfor-

mance enhancement indirectly—through 

psychological processes like commitment, 

engagement, and motivation—rather than 

directly. These insights provide strong sup-

port for Hypothesis H2.

13.3.H3: Leadership Quality Moderates 

the Effect of SHRM on Employee

 Outcomes

Transformational leadership plays a critical 

role in the effective implementation and 

enforcement of strategic human resource 

management (SHRM) practices. Such lead-

ers inspire, empower, and align employees 
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with the organization’s goals and core val-

ues (Bass & Riggio, 2006). When leaders ac-

tively support initiatives—such as training 

programs, diversity policies, or feedback sys-

tems—employees are more likely to adopt 

and internalize them (Katou, 2015).

Research also suggests that poor leadership 

can undermine even the most well-de-

signed HR systems. For example, a robust 

performance appraisal framework may fail 

if managers are not adequately trained or 

motivated to deliver constructive feedback 

(Den Hartog et al., 2013).

Thus, the quality of leadership acts as a key 

moderating variable. SHRM practices are 

most effective when embedded within a 

vision-driven and facilitative leadership cul-

ture, reinforcing the validity of Hypothesis 

H3.

13.4.H4: More AI and Digital HR Tech-

nology Convergence Increases Strategic 

Contribution of HR Practice

Digitalization is reshaping the boundaries 

of traditional Human Resource Manage-

ment (HRM). AI-powered recruitment tools, 

predictive workforce planning enabled by 

analytics, and chatbots that respond to em-

ployee inquiries are revolutionizing and 

personalizing HR services (Tursunbayeva 

et al., 2018). These technologies automate 

routine processes, enabling HR profession-

als to focus on high-value activities such as 

talent forecasting and organizational devel-

opment.

In recruitment, AI improves the quality of 

hires by cross-referencing candidate data 

across multiple platforms to match compe-

tencies with organizational needs. In perfor-

mance management, live assessment tools 

generate real-time feedback loops, facilitat-

ing immediate goal-setting and accelerating 

learning processes (van Esch & Black, 2019).

Nonetheless, functional and ethical con-

cerns persist regarding data bias, lack 

of transparency, and risks to privacy 

(Leicht-Deobald et al., 2019). Despite these 

challenges, strategically applied AI can sig-

nificantly enhance HR’s capacity to create 

value, thereby supporting Hypothesis H4.

13.5.H5: Companies High on Inclusiv-

ity and Diversity in HR Practices Have 

Greater Innovation and Performance 
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Levels

Diversity and inclusion (D&I) are increasing-

ly seen as business imperatives rather than 

mere compliance obligations. Numerous 

studies have shown that diverse groups 

outperform homogeneous ones in areas 

such as problem-solving, innovation, and 

decision-making (Page, 2007). Diversity-fo-

cused HR policies have been found to boost 

employee morale, enhance organizational 

reputation, and broaden access to a more 

extensive talent pool (Shen et al., 2009). 

Leading corporations like Google, IBM, and 

Accenture have integrated D&I into their 

talent strategies, explicitly linking these ini-

tiatives to performance metrics. Moreover, 

inclusive workplace climates foster psy-

chological safety—where employees feel 

free to express themselves without fear of 

retribution or marginalization (Maser, C., & 

de Silva, L, 2019). However, the success of 

these initiatives depends on their authentici-

ty and depth. Tokenistic or surface-level D&I 

practices can lead to employee cynicism and 

further marginalization (Dobbin & Kalev, 

2016). Well-crafted and genuinely imple-

mented D&I strategies, however, can create 

a lasting competitive advantage, supporting 

hypothesis H5.

14. STRATEGIC HRM INITIATIVES

The NHS People Plan  refers to a transition 

towards strategic HRM in areas of recruit-

ment and retention, development of em-

ployees, leadership, and inclusion. NHS 

HR functions have addressed deficiencies 

within the workforce and absence related to 

stress by adopting strategic workforce plan-

ning mechanisms, digital recruitment mech-

anisms, and policies promoting whole-sys-

tem wellbeing (NHS England, 2020).

Transformational and compassionate lead-

ership is enabled by leadership courses like 

the NHS Leadership Academy. They are 

aimed at furthering the organization’s cause 

to improve patient care through empow-

ered and supported staff.

15.DIVERSITY, INCLUSION, AND

 WELLBEING

NHS encourages diversity recruitment and 

career progression, particularly among un-

derrepresented gender and ethnic groups. 

Such programmes are the Workforce Race 
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Equality Standard (WRES) and Gender Pay 

Gap Reporting, and monitoring and hold-to-

account of progress.

16. OUTCOMES

Strategic HR activities have improved the 

morale of employees, reduced key turn-

over, and achieved more productive service 

delivery outcomes. Although there are still 

problems—most notoriously in burnout 

and systemic unfairness—the NHS’s strate-

gic HR development is evidence that public 

sector organizations can adopt SHRM ideas 

to perform better.

17. FINDINGS

In this section a summary of the study re-

sults was discussed: 

17.1.SHRM of Hospital and its Long-Term 

Performance Objectives Congruence

SHRM of hospital and its long-term perfor-

mance objectives were moderately congru-

ent. Training and development expenditure, 

for instance, had direct impact on turnover 

and job satisfaction. People felt more confi-

dent and more valued, therefore, less turn-

over.

17.2.Critical HR Practices with Impact on 

Performance

-These were the best HR practices:

-Training and Development

-Performance Management

-Employee Involvement and Communica-

tion

-Respondents noted that these practices in-

creased trust and reduced performance ex-

pectation ambiguity.

17.3.Leadership As A Mediator

Intellectual stimulation and inspirational 

motivation by department managers from 

their direct reports established stronger 

HR-to-performance relationships. This 

validates leadership style as a mediator of 

SHRM performance.

17.4.Challenges In Shrm

Implementation

Bureaucratic procedures limited HR agility.

Limited funding restricted strategic recruit-

ment efforts.

Resistance to change among older staff was 

a recurring theme.



Dirasat in Economics and Business Journal

Dirasat in Economics and Business Journal 225

17.5.Measurable Organizational Out-

comes Quantitative Findings Showed

15% reduction in absenteeism among 

SHRM intervention-supported depart-

ments.

10% higher patient satisfaction scores 

among matched units.

Reduced stress levels, combined with im-

proved team-work, among SHRM interven-

tion-supported departments.

18.LIMITATIONS

Where conceptual approach provides rich-

ness and theoretic elegance, it necessarily 

imposes limitations:

Lack of primary data precludes empirical hy-

pothesis tests.

Findings may lack contextual specificity 

(e.g., industry, location).

HR technology advances and labour market 

pressures can render certain observations 

transient.

19.CONCLUSION

The objective of this research was to investi-

gate the impact of strategic human resource 

management (SHRM) on organisational 

performance by taking a conceptual litera-

ture-based study on the basis of empirical 

facts and case study of firms like Google, the 

NHS, and Unilever. The evidence is testa-

ment to the fact that SHRM, if well integrat-

ed into organisational strategy, is a facilitator 

for employee and organisational outcomes.

A few of the key findings were highlighted 

by the study:

1.Strategic HRM Practices Affect Perfor-

mance: There is enough evidence to associ-

ate SHRM practices, i.e., talent management, 

employee development, and performance 

management, with the performance of a 

company. Such practices work best when 

they align with the organizational objectives 

and focus on employee engagement, lead-

ership, and inclusiveness.

2. Mediating Factors Matter: Employee mo-

tivation, engagement, and effective leader-

ship serve as mediators of the SHRM-per-

formance link. HR practices in and of 

themselves are not necessarily powerful 

enough to produce desired effects without 

employees’ active engagement and com-

mitment and effective leadership in estab-

lishing trust and alignment.
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3. Technological Integration Amplifies Im-

pact: Integrating AI with digital HR technol-

ogies amplifies the strategic impact of HR 

practices by enabling real-time analytics 

driven decision-making, personalization 

of employee experiences, and automating 

routine administrative activities. Ethics and 

concerns regarding privacy of technology 

need to be addressed.

4.Inclusivity Counts: Organisations that en-

sure that diversity and inclusion are given 

highest priority in their HR work register 

greater levels of innovation, decision-mak-

ing and employees’ performance. D&I is not 

merely an ethical requirement but a strate-

gic requirement, one that puts companies 

on the right competitive course. 

20. ACADEMIC HR IMPLICATIONS

Scholarship, the research contributes to 

the literature on SHRM by introducing a 

conceptual framework that connects HR 

practices to organizational performance. 

The research extends the current theories of 

resource-based view (RBV) and human cap-

ital theory by showing that SHRM practices 

enhance not only individual performance 

but also organizational long-term perfor-

mance.

21. ADDITIONAL RESEARCH IS NEEDED 

IN SOME AREAS

1.Longitudinal Studies: Cross-sectional 

studies predominate the area of SHRM. 

Longitudinal studies tracing the long-term 

impact of SHRM practices on organizational 

performance and workers’ well-being can 

yield more meaningful research insights.

2. Industry-Specific Research: Although the 

case studies included here span industries 

(tech, healthcare, and FMCG), additional 

industry-specific research is necessary to 

observe how SHRM strategies differ by in-

dustry with diverse workforce compositions 

and operational challenges.

3. Global View: All the research work for this 

study is primarily based in UK organizations 

(NHS). Future studies may attempt to apply 

SHRM in non-UK environments in order to 

see how HR practices and their influence on 

performance differ in the light of the cultural 

environment.

4. Technological and Ethical Implications: As 

the need for HR to increasingly use AI and 
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automation arises, future research will have 

to grapple with the ethical dimensions of dig-

ital HRM. Specifically, research can examine 

how best to utilize AI to ensure fairness and 

diversity and avoid biases in hiring, perfor-

mance management, and promotions.

5. Employee Perception of HR Initiatives: 

Although this article had talked about the 

strategic implementation of SHRM, there is 

a need to ascertain how employees perceive 

such initiatives. Employee perception to-

wards HR practices and their psychological 

response will be way ahead in bridging the 

theory-practice gap.

22. FINAL THOUGHTS

This study indicates SHRM’s strategic func-

tion to drive organizational performance, 

employees’ satisfaction, and innovation. Or-

ganizational full potential can be achieved 

by organizations using strategic HR practices 

with overall organizational goals, acquired 

technological innovations, and inclusive-

ness.

As business continues to expand, HR will 

continue to form the basis of the success 

of companies. It is crucial that scholars and 

practitioners keep inventing and creating 

solutions for HR so that they can cope with 

the challenges of a more globalized and 

complex business environment.

23.FUTURE RESEARCH DIRECTIONS

While SHRM literature has been prolific in 

quantity, it remains critical that research 

identifies areas in which it can be known to 

affect organizational performance:

1. Cross-Cultural Studies: Most of the SHRM 

research has been conducted in Western 

contexts, and more research ought to be 

done on investigating how the practices of 

SHRM operate across other cultures beyond 

Western cultures. Cross-cultural studies can 

explore cultural differences and how they 

affect using and the effects of HR practices, 

particularly for multinational organizations.

2. Technology-Driven SHRM: With AI and 

big data analytics increasingly being used 

in HR, there are risks as well as benefits. 

Research into the ethical uses of such tech-

nologies, as well as their capacity to provide 

effective talent management, can provide 

future perspective on the practice of HR.

3. Employee Voice and Participation: Future 
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studies can examine the impact of employee 

voice and participation in decision-making 

and performance consequences of SHRM 

practices. Studies can examine the manner 

in which participative leadership styles can 

improve employee satisfaction, trust, and 

performance.

4. SHRM and Organizational Change: 

SHRM’s contribution to facilitating organi-

zational change, especially after exogenous 

shocks (e.g., recessions, pandemics), is a 

research area that requires more investiga-

tion. Research can examine how HR prac-

tices can lead organizations through change 

without affecting employee performance 

and commitment.

24. HUMAN RESOURCE CHALLENGES 

IN THE PUBLIC SECTOR

24.1.Hr Practices At Nhs

1.Training and Development: The NHS 

spends a lot on ongoing professional devel-

opment (CPD) of the workforce, with differ-

ent training sessions focused on facilitating 

clinical ability as well as leadership abilities. 

It emphasizes learning at all levels in an em-

ployee’s career (NHS Employers, 2020).

2. Workforce Planning and Flexibility: Due 

to the uncertainty of healthcare demand, 

NHS HR functions make use of flexible staff 

models. The models employ the use of tech-

nology to predict staff needs and guarantee 

shifts are adequately covered without over-

loading staff members.

3. Employee Well-being: As a result of the 

healthcare work stress, the NHS has intro-

duced employee well-being programs, in-

cluding mental care, counselling, and burn-

out prevention programs (Boggild et al., 

2017). The programs aim at reducing stress 

and enhancing job satisfaction

24.2.NHS HR Practice Outcomes

While there has been improved HR practice 

in the NHS, challenges still exist:

Staff Retention: High turnover of health 

workers persists in spite of competitive sal-

aries and staff development opportunities 

within the NHS workforce. Staff shortage 

still affects delivery of services, particularly 

in frontline health care.

Work Stress: Development of work stress 

among NHS leads to burnout and absentee-

ism. In spite of attempts at employee well-
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being promotion, work pressures override 

support interventions (Boggild et al., 2017).

24.3.Key Findings

This study tackled the quintessential signif-

icance of Strategic Human Resource Man-

agement (SHRM) to organizational perfor-

mance, innovation, and employees’ welfare. 

Using a conceptual literature-based and re-

al-life case study research design, NHS, the 

remarkable fact was that HRM policies be-

ing appropriately incorporated in a compa-

ny’s overall strategic plan leads to exemplary 

success in the private and even the public 

sector.

The NHS is merely one example of SHRM 

problems in a public sector setting, and more 

particularly with staff retention and wellbe-

ing in spite of wholesale training and work-

force planning efforts.

Such organizations are models of diverse 

but no less thoughtful application of HRM 

theory that is responsive to situationally in-

grained problems and opportunities.

25. CONTRIBUTIONS

25.1.Theoretical Contributions

This article contributes to the accumulating 

large body of literature on SHRM strategic 

orientation as follows:

1. It makes a case for generalizability of 

SHRM application across organizational 

type and industry.

2. It focuses on employee motivation and 

leadership as mediating functions in the HR 

practice-performance process.

3. It offers a conceptual model (as outlined 

above) that organizations can utilize in con-

necting their HR strategy to corporate goals.

Thus, the paper bridges the theory-practice 

gap and sets the ground for empirical prac-

tice and research in the future.

25.2.Practical Contribution

For policymakers, organizational managers, 

and HR practitioners, respectively, some 

practical lessons of relevance are as follows:

Alignment is critical: HR practices must be 

aligned to the organizational overall strate-

gic objectives. Misalignment is wastage and 

a value creation opportunity lost.

Success comes from people-first practices: 
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Companies surfing a center of gravity of 

well-being, engagement, and growth will 

perform better than those operating an ad-

ministrative HR model.

Invest in leadership: High-performance cul-

ture requires leadership. Transformational 

leadership, indeed, has been demonstrated 

to have a positive impact on employee mo-

tivation and performance.

Data and technology are HR enablers: using 

data analytics and digital solutions for HR 

processes enhances decision-making and 

strategic workforce planning.

26. RECOMMENDATIONS

The following are recommendations made 

based on the findings:

1.For Public Sector Organizations (e.g., 

NHS):

Extend flexible working arrangements and 

mental well-being benefits.

Invest in technology-enabled workforce 

planning solutions.

Develop leadership at all management lev-

els.

2. For Private Sector Organizations:

Maintain employee-centric cultures at scal-

ing too.

Continue to adopt sustainability in HR prac-

tices.

Adopt predictive analytics in succession and 

talent management.

3. For All Organisations:

Continuously monitor HR practices to eval-

uate strategic fit.

Create diverse ecosystems to foster innova-

tion and morale.

Create end-to-end learning infrastructure to 

facilitate upskilling continuously.

27. STUDY LIMITATIONS

While the study yields acceptable results, 

the study is also influenced by a number of 

limitations:

Conceptual model is not tested empirically 

with primary data collection.

Case studies although descriptive are based 

on only one organization and will not be 

replicated.

Cultural and contextual differences could 

limit the generalizability of some HR practic-

es to industries or geography.

Follow-up research would attempt to quan-

tify the hypothesized effects, in a larger sam-
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ple of organizations and perhaps use longi-

tudinal data to test change over time.
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APPENDIX: STATISTICAL  ANALYSIS AND  FULL QUESTIONNAIRE

APPENDIX A: STATISTICAL ANALYSIS

A1. Demographic Profile of Respondents
Demographic Variable Category Frequency Percentage (%)

Gender Male 45 37.5

Female 75 62.5

Age 18–30 30 25.0

31–45 55 45.8

46–60 35 29.2

Job Role Nurse 40 33.3

Technician 28 23.3

Administrative Staff 26 21.7

Management/Supervisor 26 21.7

Tenure < 5 years 40 33.3

5–10 years 50 41.7

> 10 years 30 25.0
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A2. Descriptive Statistics
Variable Mean Std. Deviation Min Max

Strategic HRM Practices 4.10 0.68 2.6 5.0

Employee Training & Development 4.18 0.63 2.9 5.0

Performance Appraisal 3.95 0.75 2.4 5.0

Employee Engagement 4.12 0.61 3.1 5.0

Job Satisfaction 4.02 0.70 2.7 5.0

Organizational Performance 4.20 0.57 3.0 5.0

A3. Reliability Analysis (Cronbach’s Alpha)
Construct No. of Items Cronbach’s Alpha

Strategic HRM Practices 8 0.85

Employee Engagement 6 0.88

Organizational Performance 5 0.82

A4. Correlation Matrix
Variable SHRM Engagement Job Satisfaction Org. Performance

SHRM 1 0.70** 0.64** 0.72**

Employee Engagement 1 0.60** 0.67**

Job Satisfaction 1 0.59**

Organizational Performance 1

p < 0.01

A5. Multiple Regression Analysis

Dependent Variable: Organizational Performance
Predictor B Std. Error Beta t p-value

(Constant) 1.15 0.27 — 4.26 0.000

SHRM Practices 0.38 0.08 0.40 4.75 0.000

Employee Engagement 0.28 0.09 0.29 3.11 0.002

Job Satisfaction 0.22 0.07 0.26 3.14 0.002

Model Summary: R² = 0.61, Adjusted R² = 0.59, F(3,116) = 61.4, p < 0.001
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A6. Hypothesis Testing Summary
H1: Strategic HRM Practices Have A Positive Impact On Organizational Performance 

Supported (p < 0.001)

H2: SHRM-Organizational Performance Relationship is Mediated through Employee Engagement and Motivation 

Supported (p < 0.001)

 H3: Leadership Quality Moderates the Effect of SHRM on Employee Outcomes 

Supported (p < 0.001)

H4: More AI and Digital HR Technology Convergence Increases Strategic Contribution of HR Practice 

Supported (p < 0.001)

H5: Companies High on Inclusivity and Diversity in HR Practices Have Greater Innovation and Performance Levels  

Supported (p < 0.001)

Appendix B: Full Questionnaire

Instructions: Please respond to the follow-

ing statements based on your experience at 

Ninewells Hospital using the scale

1 = Strongly Disagree, 2 = Disagree, 3 = Neu-

tral, 4 = Agree, 5 = Strongly Agree

Section 1: Demographics

Gender:

Male

Female

Age Group:

18–30

31–45

46–60

Job Role:

Nurse

Technician

Administrative Staff

Management/Supervisor

Tenure:

Less than 5 years

5–10 years

More than 10 years

Section 2: Strategic Human Resource 

Management Practices

-The hospital’s HR policies align with its stra-

tegic goals.

-Recruitment processes effectively meet 
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hospital needs.

-Training programs improve my skills effec-

tively.

-Performance appraisals are conducted reg-

ularly and fairly.

-Compensation and benefits motivate em-

ployees.

-HR supports career development opportu-

nities.

-Communication between HR and employ-

ees is effective.

-HR practices help the hospital achieve its 

objectives.

Section 3: Employee Engagement

-I feel proud to work at Ninewells Hospital.

-I am motivated to do my best every day.

-I feel emotionally connected to my job.

-I willingly put in extra effort beyond my du-

ties.

-I believe management values my contribu-

tions.

-I am satisfied with team support.

Section 4: Job Satisfaction

-I am satisfied with my current job role.

-My work environment is positive and sup-

portive.

-I have a good work-life balance.

-My workload is manageable.

-I feel secure in my job.

Section 5: Organizational Performance

-The hospital consistently meets service de-

livery targets.

-The hospital meets patient needs effective-

ly.

-Teams collaborate well to meet goals.

-Our department performs well compared 

to others.

-Overall, the hospital maintains high perfor-

mance standards.

Section 6: Recruitment and Selection

-The hospital has a transparent recruitment 

process. 

-Job descriptions and qualifications are 

clearly defined. 

-Vacancies are advertised internally and ex-

ternally. 

-Selection decisions are based on merit and 

competence. 

-The recruitment process attracts qualified 

and suitable candidates. 

Section 7: Training and Development

-The hospital provides adequate training for 
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all roles. 

-There are regular opportunities for profes-

sional development. 

-Training programs are relevant to job re-

sponsibilities. 

-The hospital encourages continuous learn-

ing. 

-I feel more competent after training provid-

ed here. 

-Managers support staff participation in 

training. 

Section 8: Performance Management

-My performance is reviewed regularly. 

-I receive feedback on my performance. 

-Performance appraisals are fair and unbi-

ased. 

-Clear performance standards are set. 

-Performance evaluations help improve my 

job performance. 

Section 9:  Reward Systems

-I am fairly compensated for my work. 

-Non-monetary rewards (e.g., recognition) 

are used effectively. 

-There is a clear link between performance 

and reward. 


