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Abstract
This report looks at the relevance of Strategic Human Resource Management to organisational performance and the success of business. It specialises in HR planning, recruitment, training, performance management and retention. The paper elicits secondary evidence in form of current journals, official reports and cases in companies. The results have revealed that SHRM enhances business performance when the HR practices are consistent with the business strategy and the abilities of employees. But SHRM is not necessarily the success maker. It is affected by its leadership, culture, trust, quality of implementation and prevailing performance expectations. The report finds that SHRM is a performance strategy tool though it has to juggle between productivity, competitiveness and the well-being of the employees.
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[bookmark: _Toc230374065]1.1 Background and context
Strategic Human Resource Management (SHRM) is important since organisational performance is no longer predetermined by the condition of HR administration but rather by the presence or absence of people systems that enable the production of capabilities unattainable in competitors. HR planning, recruitment, training, performance management and retention in the organisations are not normal working practices; it defines whether strategy can be implemented with flexible employees. This can be seen to be an actual possibility rather than a figurative one by evidence. Gallup (2024) approximates that low employee engagement costs the global economy US$8.9 trillion which is equal to 9% of global GDP; 70% of the difference in team engagement is attributed to managers. 
On the same note, the WEF (2025) reports that 39% of core skills among workers are predicted to evolve by 2030 and 50% of workers had undergone training following long-term learning techniques in 2025 compared to 41% in 2023 [Appendix 1]. These numbers imply that workforce capability, motivation and adaptability are not issues of welfare but strategic performance variables. Nevertheless, SHRM cannot be considered as the panacea to an increased performance. A meta-analysis of 115 studies reveals high-performance work practices related to firm performance, growth and innovation, but with strongest effects when practices employ integrated systems as opposed to unrelated initiatives (Hansen et al., 2025). As such, the situation defined in this paper is the strategic fit between organisational objectives and HR practices, as well as critically as to whether HR systems enhance productivity, retention and competitive advantage or herald forth modern management.
[bookmark: _Toc230374066]1.2 Aim and objectives
Aim
The aim of the research is to examine how Strategic Human Resource Management contributes to organisational performance and business success.
Objectives
· To explain the meaning and importance of Strategic Human Resource Management in modern organisations.
· To examine the role of HR planning, recruitment, training, performance management and retention in supporting the organisational goals.
· To determine the correlation between strategic HRM practices, employee productivity and organisational competitive advantage.
· To examine real-world organisational examples where strategic HRM has improved organisational performance.
1.3 Research questions
· What is Strategic Human Resource Management and why is it vital to modern organisations?
· What are the roles of HR planning, recruitment, training, performance management and employee retention in terms of helping to achieve the business objectives?
· How are strategic HRM practices, employee productivity and competitive advantage related to one another?
· What are the real-life examples of strategic HRM applied by organisations to enhance organisational performance?
[bookmark: _Toc230374067]1.4 Rationale
The rationale behind this study is that organisations invest in HR initiatives and they do not demonstrate whether they enhance performance. The economic risk is represented by engagement, skills and retention issues: poor people management is not a soft matter, per Gallup the cost of engagement in the US is estimated to be US 8.9 trillion (Gallup, 2024). Concurrently, the 39% skills-disruption projection of the World Economic Forum implies that HR planning and development can no longer ignore the existence of capability lapses but can respond to them only once performance starts to decrease (WEF, 2025). The employee metrics in the research assess SHRM as a strategic regime and not a table of HR functions. It has the advantage of challenging the belief that the processes of recruitment, training, and performance management and retention can enhance business productivity and competitive ability only when they are aligned to business strategy, organisational context and employee performance, as opposed to the activity of HR.
[bookmark: _Toc230374068]2. Literature Review
[bookmark: _Toc230374069]2.1 Introduction
This chapter will critically review recent literature on Strategic Human Resource Management and organisational performance. It will review its role as SHRM will be perceived, its strategic relevance and how HR planning, recruiting, training, managing performance and retaining will be able to deal with business objectives. It will further compare the arguments of the authors, contrast inconsistencies and determine whether SHRM would bring forth productivity and competitive advantage or merely indicate a correlation. The chapter will conclude by outlining the research gap in this study in contemporary competitive organisations.
[bookmark: _Toc230374070]2.2 Theoretical framework
This study will use the Resource-Based View (RBV) as its theoretical framework. RBV will be best appropriate since it will discuss how skills, knowledge, commitment and organisational culture of the employees can be transformed to provide value, be rare and hardly imitable resources. Alexandro (2025) also agrees with this observation, as he considers a digital HRM as a strategic asset that enhances performance based on human capital capacity. Thus, RBV will assist in the analysis of SHRM as a competitive advantage, rather than an administrative HR role in the digital and strategy transformation stages.
[bookmark: _Toc230374071]2.3 Empirical analysis
[bookmark: _Toc230374072]2.3.1 Concept and strategic importance of SHRM
SHRM is strategically significant as it does not consider employees as administrative expenses but as value-creating resources. According to Chourasia & Bahuguna (2025), organisational performance is the focal point of research of SHRM, and thus HR has to be evaluated based on how it yields performance results. This helps it to relate to business outcomes but this is not very strong in case performance is defined by the measurements of financial factors, and the well-being of the staff is neglected. Hansen et al., (2025) strengthen the argument by meta-analysing 115 studies that found out high-performance work practices have positive associations with firm performance, growth and innovation and negative associations with turnover and absenteeism. However, their evidence also indicates that in isolated HR practices are not as convincing as integrated systems. Apascaritei & Elvora (2022) include that SHRM is important when it develops dynamic capabilities, including the formation of knowledge, social integration and reconfiguration. This perception is more intense in the uncertain markets as it elucidates adaptability, not efficiency only. Bindra et al., (2025) in turn, are closer to digital HRM, believing technology can generate a competitive advantage yet the organisational impact of technology is not yet well known. The literature gap, then, lies in the importance of SHRM not being answered but how organisations can demonstrate that SHRM generates performance that can be measured without turning employees into purely economic tools. Future studies must call on comparative measurement of economic and human results at present and through time across sectors since results can increase in performance and decrease in fairness, trust or wellbeing.
[bookmark: _Toc230374073]2.3.2 Alignment of HR practices with organisational goals
Alignment implies that HR practices should be supportive of business objectives, not as individual personnel habits. Akdag & Ekmekci (2023) believe that perceived organisational performance is enhanced by a tight fit between business strategy and HR practices. This helps in the best-fit, however, the weakness of this is that tight fit may result in low flexibility when markets vary. Alqudah et al., (2021), using 510 bank employees in Jordan, show that high-performance HR practices improve affective commitment and readiness for change, which then improves individual performance. Their discovery provides staff-level evidence, although banking evidence might not be completely translated to manufacturing or technology companies. Tessema et al., (2025) analyse 269 answers of 55 Ethiopian organisations and discover that HR analytics enhances the performance of organisations as it fosters strategic alignment. This strength is solid since it connects HR decision-making based on data to business objectives, but due to the small size of firms, analytics might not be possible. Niguse et al., (2025) take 282 out of 950 employees working in Ethiopian manufacturing companies and indicate that human capital mediates the relationship between strategic alignment and the competitive advantage. The irony is obvious: alignment leads to better outcomes but only if employees can implement the strategy. The bridging gap is that lots of studies find statistical association, and fewer reveal how governors convert recruitment, training and appraisal into day-to-day strategic actions, line manager decisions, employee voice practices and quantifiable operational objectives in unstable and resource-restricted organisations with less than full HR maturity and budgets in general.
[bookmark: _Toc230374074]2.3.3 SHRM, employee productivity and competitive advantage
SHRM has the capacity to increase productivity and competitiveness, but conditions are not automatic. Ismail et al., (2025) indicate that when comparing 401 Bangladeshi industrial workers, green HRM enhances engagement (β = 0.154, p < 0.05), and that engagement enhances the worker productivity (β = 0.281). According to Alexandro (2025), digital HRM enhances workforce productivity and business performance, in the case of the Indonesian MSMEs and startups, enabling companies to create and reorganise human capital. This justifies RBV and dynamic capability logic, but there is the likelihood that the digital adoption increases inequality between resource-endowed and resource-deprived firms. Wang et al., (2021) studied 214 managers of 58 Chinese businesses and reported that, with social networks that dilute the relationship between HPWS and flexibility, HPWS enhances organisational performance in part with strategic flexibility. This is contrary to simple arguments that more HRM is better since the external relations can replace the internal Hr systems. Pahuja et al., (2024), based on 600 Indian bank responses, identify 12 HR system factors explaining 63.59% of the variance in competitive advantage status. The strong sector evidence is high; the weak cross-sectional causality is low. The disconnect is that productivity studies seldom isolate the effort of employees, technology, management and market environments. Consequently, SHRM cannot be examined as a performance supporting system, but rather as a unilaterally raising the output in all situations and sectors, particularly in times of shocks and restructuring on the face of the world.
[bookmark: _Toc230374075]2.3.4 Real-world evidence and critical evaluation of SHRM outcomes
Empirical evidence demonstrates that SHRM enhances results only in certain organisational circumstances. With 467 Indian manufacturing professionals, Vohra et al., (2025) observe that recruitment, training, appraisal, compensation and employee participation enhance organisational effectiveness in terms of employee performance and employee satisfaction. Its strength lies in its PLS-SEM and ANN structure, and the weakness is that sector-specific evidence does not apply to service firms. In Assanti (2025), 119 Swiss municipalities are analysed, and results show that internal trust and a robust HR system are required to achieve high performance, and six HPWS configurations depict success. This questions general best practice as many bundles are possible. Among Chinese company workers aged 379, Yu et al., (2022) also demonstrate that SHRM enhances organisational resilience via self-efficacy, though self-management has the potential to undermine the direct relationship between SHRM and resilience. This paradox demonstrates the independence of employees is not necessarily easy and good. The most significant warning comes forth by Naskar et al., (2025) with 263 US firms in it: when systems get stiff and unrelated to the entrepreneurial behaviour, HPWS can restrain the performance of the firm. As such, evidence in real life evidences SHRM, yet not as a formula. Its advantage is its practical applicability in countries and industries. It is not strong because it depends a lot on cross-sectional surveys. The gap is longitudinal evidence of whether SHRM leads to performance or it is just found in already performing organisations. This is important since managers can replicate HR practices without experimenting in cultural fit, quality of implementation or staff pressure, which limits their usefulness in practice and policy-making processes overall.
[bookmark: _Toc230374076]2.4 Gap
The most important gap is that the latest research indicates interdependence between SHRM and performance, and many of them are based on cross-sectional surveys, samples of sectors, and self-reported measures of performance. This restrains evidence of causality. The literature available is also heavily biased towards productivity and competitive advantage and of less importance to the well-being of employees, fairness and the quality of implementation. Hence, this research will fill this gap by analysing critically whether SHRM practices can enhance organisational performance only under the coordination, strategy, culture and employee outcomes with various industries.
[bookmark: _Toc230374077]2.5 Summary
This chapter reveals that SHRM has the potential to support performance, productivity and competitive advantage but that it will impact this based on alignment between strategies and people, leaders and their environments. RBV is also justified in the review and a gap has been identified on the issue of causality, the quality of implementation and the quality of balanced employee and organisational results to be used in future evidence-based HR decisions.
[bookmark: _Toc230374078]3. Methodology
[bookmark: _Toc230374079]3.1 Research philosophy 
The interpretivism approach was adopted in this study since there were people, culture, motivation and meaning in SHRM and organisational performance. It was not just a number treatment type of employees. Interpretivism was appropriate as it allowed the research to comprehend which authors and organisations explain the HR practices (Saunders et al., 2024). It was its strength, its depth. It demonstrated why training, recruitment/retention succeeded with one organisation and failed with others. Its weakness was a decreased objectivity since the results were based on interpretation and might have been reliant on the assumptions of the researcher.
[bookmark: _Toc230374080]3.2 Research Approach
The study used an inductive approach. It did not rely on journal evidence, company cases and reports but on more general findings about SHRM. This was appropriate since the study did not test a set hypothesis. According to Creswell & Creswell (2023), qualitative research usually emerges out of evidence and creates a meaning. The plus side was that it was flexible. This was its weakness since the results could not be completely generalised to all industries. Thus the research did not make any generalisations and concentrated on judging impartially.
[bookmark: _Toc230374081]3.3 Research Method
The design used was a mono-method design since the research was based only on qualitative evidence. This approach was suitable to the word limit and to the topic since SHRM is to be explained, compared and evaluated. Aityan (2022) claimed that the approaches to research ought to align with a research problem. The focus was its advantage. The drawback was that it did not generate new statistical tests. This was fine since it was not a primary measure but a critical evaluation.
[bookmark: _Toc230374082]3.4 Data collection
The secondary data sources as used included empirical journals, official sites and case studies. This was appropriate as recent SHRM studies already had evidence of various countries, industries and samples. Cheong et al., (2023) believed that secondary qualitative data might provide the answers to new questions, although the quality and context of the data must be verified. Access to extensive evidence with no time and cost constraints was the benefit. It was also the weakness of the researcher since they could not control the way the original data had been gathered. Hence, there was the exclusion of weak, outdated and blog-based sources.
[bookmark: _Toc230374083]3.5 Data analysis 
Qualitative thematic analysis was employed in the study. All the evidence was classified into themes of strategic alignment, productivity, retention, competitive advantage and limits of implementation. Braun & Clarke (2021) contended that thematic analysis was not rigid, yet to do it right, it had to rely on precise determination. This proved helpful as it was possible to compare authors. One of its limitations was that it may have been biased; thus, the analysis contrasted favourable and counter evidence and the reason why one argument was more convincing.
[bookmark: _Toc230374084]3.6 Gap
The primary methodology's shortcoming was the absence of primary data. The research lacked the interviewing of manager or workers, thus it was not able to quantify the direct work experience at the place of work. To overcome this limitation, it employed recent peer-reviewed journals, official organisational sources and definite source analysis. The other gap was that the performance measures used in secondary sources were different and thus it had to be carefully compared.
[bookmark: _Toc230374085]3.7 Ethics
Ethical risk was low since no secondary data was involved in the study. Nevertheless, all sources have been cited in accordance, there have been no manipulations of data and fair use of company examples. The ethical care of secondary research was not avoided since there were cases where the public data were misunderstood or misinterpreted (Cheong et al. 2023). The research did not engage in plagiarism, but it reported the limitations directly because this can contribute better to the academic reliability and enhanced validity when comparing various sectors and organisational settings. 
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4.1 SHRM as a performance tool
The initial conclusion is that SHRM is not a support function. It is a performance tool. Gallup (2024) study of more than 183,000 business units in 53 industries and 90 countries shows that high-engagement teams have stronger productivity, profitability and sales than low-engagement teams. Weak engagement is also very expensive as it approximates cost of US$8.9 trillion, which is 9% of the world's GDP (Gallup, 2024). This indicates how people management will have a direct impact on the business outcomes. 
4.2 HR practices and business goals
The second discovery is that HR practices contribute to aspirations in case of a connection between them. WEF (2025) states that 39% of workers’ core skills are expected to change by 2030. It also reports that a half of the workers got through training based on the long-term learning strategies in 2025, as compared to 41% in 2023. It implies that workforce planning and training are not turned off. They will be required to survive in business in the future. Nevertheless, there is a risk indicated by the finding as well. Unless there are business goals, training might not yield any result concerning performance, but rather activity. 
4.3 Productivity and competitive advantage
The third result is that SHRM may enhance productivity and competitive advantage but it will vary depending on the quality of systems. Hansen et al., (2025) review 115 studies and conclude that high-performance work practices are associated with the firm's performance, its growth and innovation, as well as the reduced turnover and absenteeism. Pahuja et al., (2024) also use 600 responses from Indian banks and find 12 HR system factors that explain 63.59% of the competitive advantage status. This holds the opinion that the combination of recruitment, performance management, rewards and development are best together. 
4.4 Company evidence and limits
The fourth discovery is evidence of the companies support the scholarly findings. Amazon (2025) states that it has upskilled more than 700,000 workers all around the world. It has over 250,000 participants in its Career Choice programme, including 100,000 participants in 2024. Its robotics apprenticeship provides a wage reward of almost 23% following classroom training and another 26 after on-the-job training with graduates getting up to 21500 higher in a year compared to others (Amazon, 2025). This correlation is also witnessed in Unilever. The factory in Poznan has seen the employee engagement increase by 79% in 2021-2024, with Tianjun achieving a high engagement rate of 98% in 2024 (Unilever, 2025). In high performance, Microsoft introduces the notion of culture as an input and output depending on the growth mindset and One Microsoft-working (Microsoft, 2024). These instances reveal that SHRM is successful when the skills, culture and set performance objectives are interlinked. The drawback is that reports by companies normally contain success stories. They are not necessarily displaying failed HR projects or the stress of employees and the entire cost information. 
Overall, the results demonstrate a definite trend. SHRM entails the generation of value when it is quantifiable, cohesive and connected to strategy. Weaker is where organisations imitate popular HR practices without doing an appropriate assessment. There is numerical evidence to support that there is a positive relationship, though that does not imply that HR is the sole cause of performance. Other factors that influence outcomes include market forces, leadership, technology and employee trust. As such, SHRM will seem an effective contributor, rather than a one-size-fits-all solution in any contemporary organisation nowadays. This is significant in unbiased academic judgment and managerial decision-making, as well.
[bookmark: _Toc230374087]5. Discussion
5.1 Strategic importance of SHRM
The initial question is whether SHRM is a strategic matter or mere an administrative term. The results support literature as the extensive database of evidence provided by Gallup indicates that engagement is associated with productivity, profitability and sales, whereas unhealthy engagement proves costly to the US by $8.9 trillion (Gallup, 2024). This is aligned with the opinion of Chourasia & Bahuguna (2025), who believe that SHRM should be measured with performance results. It also favours RBV, whereby skills and dedication of staff is turned into strategic resources (Alexandro, 2025). The weakness of the literature is, however, confirmed by the evidence as well. Measurement of performance is highly practised, whereas employee wellbeing, equity and stress are less apparent.
5.2 HR practices and business goals
The second one is whether the HR practices are in line with business objectives. The results are in line with the views of Akdag & Ekmekci (2023), who propose that HR and business strategy should be like each other. The reasons why workforce planning and training should align with the future needs of the business can be seen in the evidence provided by WEF that 39% of core skills could evolve by 2030 (WEF, 2025). This is supported by Alqudah et al. (2021) as well as through commitment and readiness to change. The point of contention is that training is not a performance indicator. It can only become active in a situation where learning is not associated with targets, line managers and measurable results.
5.3 Productivity and competitive advantage
The third problem is the association between SHRM, productivity and competitive advantage. These results can be corroborated with Hansen et al., (2025), who demonstrate that high-performance work practices to be associated with growth and innovation and reduced turnover. Pahuja et al., (2024) also provide good numerical evidence since 12 HR factors account 63.59% of the competitive advantage status in Indian banks. This reinforces the position that three systems, recruitment, rewards and appraisal and development work best as a unit. Nevertheless, Wang et al., (2021), and Naskar et al., (2025) provide a significant challenge. These demonstrate that HR systems are ineffective when there is a weak context, flexible or entrepreneurial behaviour.
5.4 Company evidence and limits
The fourth question is is real evidence on SHRM outcomes. The literature is supported by Amazon, Unilever and Microsoft, which demonstrate the connection between training and culture and performance. The 700,000 upskilled workers of Amazon and the 79% of engagement improvement by Unilever side with Vohra et al., (2025) and Assanti (2025) who have linked HR bundles with trust and effectiveness to effectiveness. Nevertheless, evidence of the company is not completely neutral. It tends to feature success stories and cover-ups on failed HR projects, stress and cost. Thus, the discussion has demonstrated that it has very much concurred with the literature findings, though disapproving a straightforward statement that SHRM necessarily results into performance in all organisations. The more dominant point is that SHRM plays the greatest role when the strategy, the ability of employees, culture, trust and the quality of implementations collaborate in a situation.
[bookmark: _Toc230374088]6. Conclusion
On the whole, this study finds that Strategic Human Resource Management is a very important factor in organisational performance, although not a panacea. The results indicate that HR planning, recruitment, training, performance management and retention have value creation when linked to business strategy and employee capability. The Resource-Based View substantiates this claim since employees who are knowledgeable and devoted may become a resource which is hard to replicate. Nevertheless, the research has distinct boundaries, as well. Numerous conclusions are not complete causation but merely associated. Success over failure, cost or employee pressure can also be seen in the examples of companies. Thus, SHRM ought to be assessed based on organisational results and employee results. The most compelling conclusion is that SHRM can enhance performance in case HR practices are structured as a coherent system that is backed by the leadership, culture, trust and clear targets. It is weaker where organisations replicate strategies in other popular HR practices without strategy fit testing. The organisations of the future require evidence-based HR decision-making in a manner that incorporates a balanced approach towards productivity, competitive advantage, equity as well as long-term well-being of the employees when the organisation operates in a dynamic and competitive market environment across boards.
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FIGURE 3.1 Disruptions to skills

Evolution in the share of workers' core skills expected to change and to remain the same within the next five years, 2016-2025.
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Source Note

World Economic Forum Future of Jobs Surveys 2016, 2018, Values reported are the mean skil stability percentages estimated by employers surveyed in
2020, 2022 and 2024. each edition of the survey.




