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ABSTRACT 

Human resource management (HRM or simply HR) is the management of human resources. It is a function in 

the organizations designed to maximize employee performance in service of an employer's strategic 

objectives. HR is primarily concerned with the management of people within organizations, focusing 

on policies and on systems. HR departments and units in organizations typically undertake a number of 

activities, including employee benefits design, employee recruitment, training and development, performance 

appraisal, and rewarding HR also concerns itself with organizational change and industrial relations, that is, 

the balancing of organizational practices with requirements arising from collective bargaining and from 

governmental laws 

Strategic Human Resource Management is the practice of aligning business strategy with that of HR practices 

to achieve the strategic goals of the organization. The aim of SHRM (Strategic Human Resource Management) 

is to ensure that HR strategy is not a means but an end in itself as far as business objectives are concerned. The 

idea behind SHRM is that companies must “fit” their HR strategy within the framework of overall Business 

objectives and hence ensure that there is alignment between the HR practices and the strategic objectives of the 

organization. 
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I. INTRODUCTION 

Meaning of strategic HRM: 

Strategic human resource management can be defined as the linking of human resources with strategic goals and 

objectives in order to improve business performance and develop organizational culture that foster innovation, 

flexibility and competitive advantage. In an organisation SHRM means accepting and involving the HR function 

as a strategic partner in the formulation and implementation of the company's strategies through HR activities 

such as recruiting, selecting, training and rewarding personnel. 

Before we try to explain the meaning of strategic HRM, let us first define the terms ‗strategy‘ and ‗strategic 

management‘. The term ‗strategy‘ is widely used in and presupposes importance. In the words of the Oxford 

Concise Dictionary, strategy means ‗generalship‘. Thus, strategy is associated with the long-term decisions 

https://en.wikipedia.org/wiki/Management
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https://en.wikipedia.org/wiki/Policy
https://en.wikipedia.org/wiki/System
https://en.wikipedia.org/wiki/Employee_benefits
https://en.wikipedia.org/wiki/Recruitment
https://en.wikipedia.org/wiki/Training_and_development
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taken at the top of the enterprise. The original literary meaning of strategy is ‗the art and science of directing 

military forces‘. 

The term strategy is frequently being used in the present-day corporate world. It envisages thinking ahead to 

survive and grow in a highly competitive environment‘. Strategy is concerned with determining which option 

will provide maximum benefits. According to Jauch and Glueck. 

―Strategy is a unified, comprehensive and integrated plan that relates the strategic advantages of the firm to the 

challenges of the environment. It is designed to ensure that the basic objectives of the enterprise are achieved 

through proper execution by the organisation.‖ 

 

II. HOW SHRM DIFFERS FROM HRM 

 

In the last two decades there has been an increasing awareness that HR functions were like an island unto itself 

with softer people-centred values far away from the hard world of real business. In order to justify its own 

existence HR functions had to be seen as more intimately connected with the strategy and day to day running of 

the business side of the enterprise. Many writers in the late 1980s, started clamoring for a more strategic 

approach to the management of people than the standard practices of traditional management of people or 

industrial relations models. Strategic human resource management focuses on human resource programs with 

long-term objectives.  

Instead of focusing on internal human resource issues, the focus is on addressing and solving problems that 

effect people management programs in the long run and often globally. Therefore the primary goal of strategic 

human resources is to increase employee productivity by focusing on business obstacles that occur outside of 

human resources. The primary actions of a strategic human resource manager are to identify key HR areas 

where strategies can be implemented in the long run to improve the overall employee motivation and 

productivity. Communication between HR and top management of the company is vital as without active 

participation no cooperation is possible. 

Key Features of Strategic Human Resource Management 

The key features of SHRM are 

 There is an explicit linkage between HR policy and practices and overall organizational strategic aims and 

the organizational environment 

 There is some organizing schema linking individual HR interventions so that they are mutually supportive 

 Much of the responsibility for the management of human resources is devolved down the line 

STRATEGIC HUMAN RESOURCE MANAGEMENT PROCESS 

Definition: The Strategic Human Resource Management is concerned with the development of HR strategies 

intended to direct the employees‘ efforts towards the business goals. 

Strategic Human Resource Management Process 
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1. Scanning the Environment: The process begins with the scanning of the environment, i.e. both the 

external and internal factors of the organization. The external environment encompasses the political, legal, 

technological, economic, social and cultural forces that have a great impact on the functioning of the 

business. The internal factors include the organizational culture, hierarchy, business processes, SWOT 

analysis, industrial relations, etc. that play a crucial role in performing the business operations. 

The role of the HR department is to collect all the information about the immediate competitors – their 

strategies, vision, mission, strengths, and weaknesses. This can be done through the resumes being sent by 

the candidates working with the other rivalry firm. Through these, HR professionals can identify the 

workforce, work culture, skills of the staff, compensation levels, reasons for exit and other relevant 

information about the competing firm. 

2. Identify Sources of Competitive Advantage: The next step in the strategic human resource management 

process is to identify the parameters of competitive advantage that could stem from diverse sources as 

product quality, price, customer service, brand positioning, delivery, etc. 

The HR department can help in gaining the competitive advantage by conducting the efficient training 

programmes designed to enrich the skills of the staff. 

3. Identify HRM Strategies: There are major four strategies undertaken by an organization to enrich the 

employees capabilities: 

a) Learning as Socialization: This strategy includes the techniques as training courses, coaching sessions, 

education programmes to ensure that the employees abide by the rules, value and beliefs of an organization 

and are able to meet the performance targets. 

b) Devolved Informal Learning: This strategy helps in making the employees aware of the learning 

opportunities and the career development. 

c) Engineering: This strategy focuses on creating and developing communities of practice and social 

networks within and outside the organization. 

d) Empowered Informal Learning: Through this strategy, the HR department focuses on developing the 

learning environment such as knowledge about the new processes, designing of new work areas and the 

provision of shared spaces. 

4. Implementing HR Strategies: Once the strategy has been decided the next step is to put it into the action. 

The HR strategy can be implemented by considering the HR policies, plans, actions and practices. 
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5. Monitor and Evaluation: The final step in the strategic human resource management process is to 

compare the performance of the HR strategy against the pre-established standards. 

At this stage, certain activities are performed to evaluate the outcomes of the strategic decision: establishing the 

performance targets and tolerance levels, analyzing the deviations, executing the modifications.Thus, to have an 

effective HR strategy the firm follow these steps systematically and ensures that the purpose for which it is 

designed is fulfilled. 

Basically any strategic process can be broken down into two phases: 

1. Strategy formulation 

2. Strategy implementation 

Strategic formulation is concerned with making decisions with regard to defining the organisation‘s vision and 

mission, establishing long- and short-term objectives to achieve the organisation‘s vision and selecting the 

strategy to be used in achieving the organisation‘s objectives. 

Strategic implementation is concerned with aligning the organisation structure, systems and processes with the 

chosen strategy. It involves making decisions with regard to matching strategy and organisational structure and 

providing organisational leadership pertinent to the strategy and monitoring the effectiveness of the strategy in 

achieving the organisation‘s objectives. 

Strategic management is the process of formulating, implementing and evaluating business strategies to achieve 

organisational objectives. Cunningham‘ has defined strategic management as a manner by which organisations 

plan to deal with the various aspects of management like problem perception, divergent thinking, substantial 

resources, decisions making, innovations, taking risks and facing uncertainty. 

According to Bourgeois ―Strategic management is a means by which management in an organisation establishes 

purpose and pursues that purpose through the co-alignment of organisational resources with environmental 

opportunities and constraints‖. Now that the terms strategy and strategic management are already defined, we 

are ready to define the term ‗Strategic Human Resource Management‘. 

Strategic human resource management is to ensure that human resource management is fully integrated into 

strategic planning, that HRM policies cohere both across policy areas and across hierarchies and that HRM 

policies are accepted and used by line managers as part of their every day work, opines Guest. 

According to Donald F. Harvey ―Strategic management is that set of managerial decisions and actions that 

determine the long-term performance of a corporation. It includes environmental scanning, strategy formulation, 

strategy implementation and evaluation and control. The study of strategic management, therefore, emphasizes 

monitoring and evaluating environmental opportunities and threats in the light of a corporation‘s strengths and 

weaknesses‖. 

The success of an organisation depends on the people therein. This means how they are acquired, developed, 

motivated and retained in the organisation play an important role in the organisational success. Then this 

presupposes an integral approach toward human resource functions and overall business functions of an 

organisation. Thus, strategic HRM means a strategic look at HR functions in line with the business functions of 

an organisation. 

Strategic HRM, therefore, is concerned with the following: 

1. Analyse the opportunities and threats existing in the external environment. 
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ADVERTISEMENTS: 

2. Formulate strategies that will match the organisation‘s (internal) strengths and weaknesses with 

environmental (external) threats and opportunities. In other words, make a SWOT analysis of organisation. 

3. Implement the strategies so formulated. 

4. Evaluate and control activities to ensure that organisation‘s objectives are duly achieved. 

Benefits of strategic management: 

As opined by Ulrick and Lake, the strategic HR framework aims to leverage and / or align HR practices to build 

critical capabilities that enable an organisation to achieve its goals. Strategic management offers both financial 

and non-financial benefits to an organisation which practices it. 

Fred R. David’ has listed the following benefits that strategic management brings for an organisation: 

1. Allows identification, prioritisation and exploitation of opportunities. 

2. Provides an objective view of management problems. 

3. Represents a framework for improved co-ordination and control of activities. 

4. Minimises the effects of adverse conditions and changes. 

5. Allows major decisions to better support established objectives. 

6. Allows more effective allocation of time and resources to identified opportunities. 

7. Allows fewer resources and lesser time to be devoted to correcting erroneous or adhoc decisions. 

8. Creates a framework for internal communication among personnel. 

9. Helps to integrate the behaviours of individuals into a total effort. 

10. Provides a basis for the clarification of individual responsibilities. 

11. Gives encouragement to forward thinking. 

12. Provides a co-operative, integrated and enthusiastic approach to tackling problems and opportunities. 

13. Encourages a favourable attitude towards change. 

14. Gives a degree of discipline and formality to the management of a business. 

Role of HRM in strategic management: 

We have already mentioned that strategic business plan is formulated to achieve competitive advantage. From 

this specific strategy for each functional area viz., marketing, finance, production operations and human 

resources need to be drawn in alignment with strategic business plan to carry out the organisational plan. 

In other words, the formulation of organisational strategy is integrative with the formulation of functional 

strategies. Here, human resource strategy assumes more importance because it provides human resources for 

other functional areas also. 

 

 

 

Basically any strategic process can be broken down into two phases: 

1. Strategy Formulation 

2. Strategy Implementation 

Let us examine the role of HR in these two phases separately. 

Role in Strategy Formulation: 
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The environmental scanning is followed by strategy formulation. Environmental scanning helps an organisation 

identify its opportunities and threats prevalent in the external environment. Here, HRM proves of great help in 

scanning the existing (external) environment, and thus, identifies the specific opportunities and threats of it for 

the organisation. 

Besides, HRM is also of great help to make the organisation competitive and make the best use of intelligence 

available. This may include the incentive plans being used by the competitors, customer- I complaints, labour 

laws, etc. 

HR also participates in strategy formulation process by supplying information regarding the company‘s internal 

strengths and weaknesses. Instances are available to mention that the unique HR capabilities of an organisation 

serve as a driving force in strategic options and strategy formulation. A well known accounting and consulting 

firm, Arthur Anderson represents one such example. 

The organisation implemented the following HR strategies: 

1. Right Sizing Human Resources: 

Manpower audit based on competence mapping in turn making the organisation right sized. 

2. Developing a Learning Culture through Continuous Learning: 

People were exposed to latest technology and management technique through workshops, discussions and tech-

nical session in each department. 

3. Web based customer relationship management: 

The organisation linked its manufacturing unit with each vital customer through net. 

4. Introduction of open house: 

The new techniques like ‗Open House‘ system for employees to ventilate their problems in a forum wherein 

present were superiors including the directors were introduced. 

5. Organisation of executive leadership camp to develop corporate pride among the employees: 

The young executives in an organisation were taken into a hill station wherein they were exposed to yoga, 

meditation and latest management techniques of team working etc., for ten days. 

6. Introduction of Willy Korf Innovation Award Scheme: 

This scheme was to encourage the employees to generate new ideas in improving the workplace productivity. In 

this process, employees were lending a contributory hand towards management. 

7. Regular training with a target of seven Mondays per employee: 

It was made compulsory for each employee to undergo training at least for 7 days in a year on different topics 

identified through training needs analysis. 

8. Training programmes on areas of concern: 

The major areas of concern were identified through—interaction with technical heads of department and the 

training is imparted. 

 

IV. CONCLUSION 

As global business competition shifts from efficiency to innovation and from enlargement of scale to creation of 

value, management needs to be oriented towards the strategic use of human resources.  Strategic human 
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resources management practices enhance employee productivity and the ability of agencies to achieve their 

mission. Integrating the use of personnel practices into the strategic planning process enables an organization to 

better achieve its goals and objectives. Combining human resource practices, all with a focus on the 

achievement of organizational goals and objectives, can have a substantial affect on the ultimate success of the 

organization. To manage future operations effectively, it is essential that companies produce "business leaders" 

and "innovators" through SHRM Approach. 
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