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Abstract 

Strategic Human Resource Management (SHRM) has become one of the most important factors 

in determining the long-term success of modern organizations. In today’s competitive and 

rapidly changing business environment, companies are no longer able to survive only on 

financial resources or technology; instead, human resources are now considered the most 

valuable asset. SHRM focuses on aligning human resource practices such as recruitment, 

training, performance management, leadership development, and employee engagement with the 

overall business objectives of the organization. This assignment aims to analyze how SHRM 

contributes to long-term organizational success, how HR strategies align with business strategies, 

and how organizations benefit when HR functions move from administrative roles to strategic 

roles. Several examples of successful companies are also discussed to understand the real-world 

relevance of SHRM. The assignment is written following the academic structure mentioned in 

the assignment guidelines and includes a detailed literature review, methodology, findings, 

discussion, and conclusion. The overall objective of this assignment is to understand how 

organizations that invest in strategic HR practices achieve higher productivity, employee 

satisfaction, and sustainable competitive advantage (Armstrong, 2020; Boxall & Purcell, 2016). 

 

Introduction 

In the modern business world, organizations are facing intense competition, rapid technological 

changes, globalization, and constantly changing customer expectations. Because of these 

challenges, companies are now focusing more on their human resources rather than only on 

financial or physical resources. Strategic Human Resource Management (SHRM) has emerged as 

an important concept that helps organizations achieve long-term success by aligning human 

resource strategies with business strategies. According to Armstrong (2020), SHRM is a 

systematic approach to managing people in a way that supports the long-term goals of the 

organization. This means that HR is no longer limited to administrative work such as payroll or 

recruitment; instead, it plays a strategic role in decision-making and organizational development 

(Dessler, 2020). The importance of SHRM has increased especially in the last two decades 

because organizations have realized that employees are the main source of innovation, 

productivity, and competitive advantage. Companies that treat employees as assets rather than 

costs are more likely to succeed in the long run. For example, organizations that invest in 

employee training, leadership development, and performance management systems often 

perform better than organizations that do not focus on human resource development (Becker & 

Huselid, 1998). This shows that SHRM is directly connected with organizational success. 

Another important aspect of SHRM is the alignment of HR strategies with business objectives. 

When HR strategies support the overall goals of the organization, it becomes easier for the 

company to achieve growth and sustainability. For example, if a company wants to expand 

globally, the HR department must focus on developing global leadership skills, cross-cultural 

training, and talent management. If the HR strategies are not aligned with business strategies, the 

organization may face problems such as employee dissatisfaction, poor performance, and high 



turnover (Boxall & Purcell, 2016). This assignment focuses on understanding how SHRM 

contributes to long-term organizational success. It also analyzes how HR strategies are aligned 

with business strategies and how successful companies use SHRM practices to improve their 

performance. The assignment is written according to the structure provided in the assignment 

guidelines and includes academic references, real-world examples, and critical analysis. The 

purpose of this assignment is not only to explain the concept of SHRM but also to understand its 

practical importance in modern organizations. 

 

Literature Review 

Meaning of Strategic Human Resource Management 

Strategic Human Resource Management refers to a long-term approach to managing human 

resources in a way that supports the goals and objectives of the organization. Unlike traditional 

HRM, which focuses mainly on administrative tasks, SHRM focuses on strategic planning, 

employee development, and organizational growth. According to Armstrong (2020), SHRM is 

the process of linking human resource strategies with organizational strategies to achieve long-

term success. This definition clearly shows that SHRM is not limited to managing employees but 

also includes planning for the future of the organization. 

Many researchers have emphasized the importance of SHRM in improving organizational 

performance. Becker and Huselid (1998) explained that organizations that use strategic HR 

practices such as performance-based rewards, employee training, and effective leadership 

development achieve better financial performance than those that do not. This research shows 

that SHRM is directly connected with productivity and profitability. Similarly, Dessler (2020) 

stated that strategic HR practices help organizations create a competitive advantage because 

skilled and motivated employees contribute more effectively to organizational success. 

Employees with skills, knowledge, and experience are considered such resources (Barney, 1991). 

Therefore, organizations that invest in employee development and strategic HR planning are 

more likely to succeed in the long run. This theory strongly supports the importance of SHRM in 

modern organizations. 

SHRM and Organizational Performance 

One of the most important areas of research in SHRM is the relationship between HR practices 

and organizational performance. Many studies have shown that organizations that use strategic 

HR practices achieve better results in terms of productivity, employee satisfaction, and financial 

performance. For example, a study conducted by Huselid (1995) found that organizations that 

invest in employee training and performance management systems experience higher 

productivity and lower employee turnover. This shows that SHRM is not only beneficial for 

employees but also for the organization as a whole. 

In addition, SHRM helps organizations improve employee engagement and motivation. When 

employees feel valued and supported by the organization, they are more likely to perform better. 



According to Kramar (2014), strategic HR practices such as career development, employee 

recognition, and leadership training help organizations create a positive work environment. This 

positive work environment leads to higher employee satisfaction and better organizational 

performance. Therefore, SHRM plays an important role in improving both employee well-being 

and organizational success. 

Another important factor that connects SHRM with organizational performance is leadership 

development. Organizations that focus on developing strong leaders are more likely to succeed in 

the long run. Leadership development programs help employees improve their skills, confidence, 

and decision-making abilities. According to Ulrich (2013), HR departments that focus on 

leadership development contribute significantly to organizational growth. This shows that 

SHRM is not limited to managing employees but also includes developing future leaders for the 

organization. 

Alignment of HR Strategies with Business Objectives 

One of the main principles of SHRM is the alignment of HR strategies with business objectives. 

This means that HR strategies should support the overall goals of the organization. For example, 

if a company wants to increase its market share, the HR department should focus on hiring 

skilled employees, providing training programs, and improving employee performance. 

According to Boxall and Purcell (2016), organizations that align HR strategies with business 

strategies achieve better results than those that do not. 

The alignment of HR strategies with business objectives also helps organizations respond to 

changes in the business environment. For example, companies operating in the technology sector 

must constantly update their HR strategies to meet changing skill requirements. This includes 

hiring employees with new skills, providing training programs, and encouraging innovation. 

According to Armstrong (2020), organizations that fail to align HR strategies with business 

strategies often face problems such as poor performance, employee dissatisfaction, and lack of 

innovation. 

Another important benefit of alignment is that it improves communication between different 

departments of the organization. When HR strategies are aligned with business strategies, it 

becomes easier for managers to work together and achieve common goals. This leads to better 

coordination, higher productivity, and improved organizational performance. Therefore, the 

alignment of HR strategies with business objectives is one of the most important factors in the 

success of SHRM. 

Role of SHRM in Long-Term Organizational Success 

SHRM plays an important role in helping organizations achieve long-term success. Unlike 

traditional HR practices that focus on short-term goals, SHRM focuses on long-term planning 

and development. According to Dessler (2020), organizations that use strategic HR practices are 

more likely to achieve sustainable growth because they invest in employee development and 

long-term planning. This shows that SHRM is not only useful for short-term success but also for 

long-term organizational growth. 



Another important role of SHRM is to help organizations adapt to changes in the business 

environment. In today’s world, companies must constantly adapt to new technologies, market 

trends, and customer expectations. Strategic HR practices such as training, leadership 

development, and employee engagement help organizations adapt to these changes. According to 

Kramar (2014), organizations that focus on strategic HR practices are more flexible and better 

prepared to face future challenges. This flexibility is one of the main reasons why SHRM is 

important for long-term success. 

Finally, SHRM helps organizations create a strong organizational culture. A positive 

organizational culture improves employee satisfaction, motivation, and performance. According 

to Ulrich (2013), HR departments play an important role in creating and maintaining 

organizational culture. When employees feel valued and respected, they are more likely to 

contribute to organizational success. Therefore, SHRM plays a very important role in helping 

organizations achieve long-term success. 

High-Performance Work Systems (HPWS) and SHRM 

An important concept within Strategic Human Resource Management is the idea of High-

Performance Work Systems (HPWS). These systems refer to a set of HR practices that work 

together to improve employee skills, commitment, and productivity. According to Huselid 

(1995), HPWS include practices such as selective hiring, extensive training, performance-based 

compensation, and employee involvement in decision-making. These practices are not isolated 

but are designed to complement each other, creating a strong system that enhances overall 

organizational performance. This shows that SHRM is not about individual HR activities but 

about creating a system that supports business goals. 

HPWS also contribute to improving employee motivation and job satisfaction. When employees 

are given opportunities to participate in decision-making and are rewarded based on their 

performance, they feel more engaged and committed to the organization. According to Becker 

and Huselid (1998), organizations that implement HPWS experience higher employee 

productivity and lower turnover rates. This is because employees feel valued and recognized for 

their contributions. Therefore, HPWS is considered an important tool in SHRM for achieving 

long-term success. Another important aspect of HPWS is that it helps organizations build a 

strong organizational culture. A culture that promotes learning, innovation, and teamwork can 

significantly improve organizational performance. According to Boxall and Purcell (2016), 

organizations that use HPWS are more likely to create a positive work environment where 

employees feel motivated to perform at their best. This highlights the importance of integrating 

different HR practices into a single strategic framework. 

Talent Management and Strategic HRM 

Talent management is another key component of SHRM that plays a significant role in 

organizational success. It involves attracting, developing, and retaining skilled employees who 

can contribute to the organization’s goals. According to Collings and Mellahi (2009), talent 

management focuses on identifying key positions within the organization and ensuring that these 



positions are filled with highly skilled individuals. This approach helps organizations maintain a 

competitive advantage in the market. 

Effective talent management strategies include recruitment, training, performance management, 

and succession planning. Organizations that focus on these areas are better able to manage their 

workforce and achieve their objectives. For example, companies that invest in employee 

development programs are more likely to retain their employees and reduce turnover costs 

(Armstrong, 2020). This shows that talent management is not only beneficial for employees but 

also for the organization. 

In addition, talent management helps organizations prepare for future challenges. By identifying 

and developing future leaders, organizations can ensure continuity and stability. According to 

Ulrich (2013), HR departments play a critical role in developing leadership pipelines that support 

long-term organizational success. This highlights the importance of integrating talent 

management into the overall HR strategy. 

Employee Engagement and SHRM 

Employee engagement is another important factor that connects SHRM with organizational 

success. Engaged employees are more committed to their work and are more likely to contribute 

positively to the organization. According to Kahn (1990), employee engagement refers to the 

emotional and psychological attachment of employees to their work and organization. This 

attachment leads to higher levels of motivation and performance. 

Strategic HR practices such as recognition programs, career development opportunities, and 

supportive leadership can significantly improve employee engagement. According to Saks 

(2006), organizations that focus on employee engagement experience higher productivity and 

better customer satisfaction. This shows that engagement is not only beneficial for employees but 

also for the organization’s performance. Moreover, employee engagement helps organizations 

build a strong employer brand. Companies that are known for treating their employees well are 

more likely to attract talented individuals. According to Dessler (2020), employer branding is an 

important aspect of SHRM that helps organizations compete in the job market. Therefore, 

employee engagement plays a crucial role in the success of SHRM. 

 

Methodology 

This assignment is based on a qualitative research approach, which involves analyzing existing 

literature, theories, and case studies related to Strategic Human Resource Management. The 

purpose of using this approach is to gain a deeper understanding of how SHRM contributes to 

organizational success. According to Creswell (2014), qualitative research is useful for exploring 

complex concepts and understanding relationships between different variables. In this 

assignment, various academic books, journal articles, and online resources have been used to 

collect relevant information. 



The research methodology also includes a comparative analysis of different organizations that 

have successfully implemented SHRM practices. By studying these organizations, it becomes 

easier to understand how HR strategies are aligned with business objectives and how they 

contribute to organizational performance. For example, companies like Google, Microsoft, and 

Toyota are often cited as examples of organizations that use strategic HR practices effectively 

(Ulrich, 2013). These examples help in understanding the practical application of SHRM 

concepts. 

In addition, this assignment uses a thematic analysis approach to identify key themes related to 

SHRM. These themes include talent management, employee engagement, leadership 

development, and alignment of HR strategies with business objectives. By analyzing these 

themes, it becomes possible to understand how different HR practices contribute to 

organizational success. This approach ensures that the assignment is not only theoretical but also 

practical and relevant to real-world situations. 

 

Findings 

Impact of SHRM on Organizational Performance 

The findings of this assignment clearly show that Strategic Human Resource Management has a 

significant impact on organizational performance. Organizations that implement strategic HR 

practices are more likely to achieve higher levels of productivity, employee satisfaction, and 

financial performance. According to Huselid (1995), companies that invest in employee training 

and performance management systems experience better results compared to those that do not. 

This indicates that SHRM is directly linked to organizational success. 

One of the key findings is that employee development plays a crucial role in improving 

performance. Organizations that provide training and development opportunities to their 

employees are able to enhance their skills and knowledge. This leads to improved performance 

and higher productivity. According to Armstrong (2020), employee development is one of the 

most important aspects of SHRM because it helps organizations build a skilled workforce. 

Another important finding is that employee engagement significantly affects organizational 

performance. Engaged employees are more motivated and committed to their work, which leads 

to better results. According to Saks (2006), organizations that focus on employee engagement 

experience higher levels of productivity and customer satisfaction. This shows that engagement 

is a key factor in the success of SHRM. 

Alignment of HR Strategies with Business Goals 

The findings also highlight the importance of aligning HR strategies with business objectives. 

Organizations that align their HR practices with their overall goals are more likely to succeed in 

the long run. For example, companies that focus on innovation must invest in training programs 

that encourage creativity and problem-solving skills. According to Boxall and Purcell (2016), 



alignment between HR and business strategies leads to better coordination and improved 

performance. 

Another finding is that alignment helps organizations respond to changes in the business 

environment. Companies that regularly update their HR strategies are better able to adapt to new 

challenges and opportunities. According to Kramar (2014), flexibility is an important factor in 

organizational success, and SHRM plays a key role in achieving this flexibility. 

In addition, alignment improves communication and collaboration within the organization. When 

different departments work towards the same goals, it becomes easier to achieve organizational 

objectives. This highlights the importance of integrating HR strategies with business strategies. 

Role of Leadership in SHRM 

Leadership is another important factor that influences the success of SHRM. The findings show 

that organizations with strong leadership are more likely to implement effective HR strategies. 

According to Ulrich (2013), leaders play a crucial role in shaping organizational culture and 

driving employee performance. This means that HR departments must work closely with leaders 

to achieve organizational goals. 

Another important finding is that leadership development programs contribute to long-term 

success. Organizations that invest in developing future leaders are better prepared for future 

challenges. According to Dessler (2020), leadership development is an essential part of SHRM 

because it ensures continuity and stability. 

SHRM and Organizational Culture 

Another important finding from this study is that Strategic Human Resource Management plays 

a major role in shaping and maintaining organizational culture. Organizational culture refers to 

the shared values, beliefs, and behaviors that influence how employees work within an 

organization. According to Schein (2010), culture is created and reinforced through leadership, 

communication, and HR practices. This means that HR departments play a central role in 

building a positive and productive work environment through strategic planning and policies. 

Organizations that implement SHRM practices such as employee recognition programs, 

inclusive policies, and open communication channels are more likely to develop a strong and 

positive culture. According to Armstrong (2020), a strong organizational culture improves 

employee motivation, satisfaction, and loyalty. When employees feel connected to the 

organization’s values, they are more likely to contribute positively to its success. This shows that 

SHRM is not only about managing people but also about shaping the overall work environment. 

In addition, a positive organizational culture helps in reducing conflicts and improving 

teamwork. Employees who share common values are more likely to collaborate effectively and 

support each other. According to Kramar (2014), organizations with strong cultures experience 

better performance and lower turnover rates. This highlights the importance of SHRM in creating 

a cohesive and productive workplace. 



SHRM and Competitive Advantage 

The findings also indicate that SHRM is a key factor in creating and sustaining competitive 

advantage. In today’s competitive business environment, organizations must find ways to 

differentiate themselves from their competitors. According to Barney (1991), organizations gain 

a competitive advantage when they possess resources that are valuable, rare, and difficult to 

imitate. Human resources, when managed strategically, can become such a resource. 

Strategic HR practices such as talent management, leadership development, and employee 

engagement help organizations build a skilled and motivated workforce. This workforce can 

contribute to innovation, efficiency, and customer satisfaction. According to Becker and Huselid 

(1998), organizations that invest in strategic HR practices achieve better financial performance 

and long-term success. This shows that SHRM is directly linked to competitive advantage. 

Furthermore, SHRM helps organizations respond to market changes and technological 

advancements. Companies that continuously invest in employee training and development are 

better prepared to adapt to new challenges. According to Dessler (2020), adaptability is one of 

the most important factors in achieving long-term success. Therefore, SHRM plays a crucial role 

in helping organizations remain competitive in the market. 

Discussion 

Integration of SHRM with Business Strategy 

The discussion section of this assignment focuses on analyzing how the findings relate to the 

broader concept of organizational success. One of the key points that emerges from the findings 

is the importance of integrating SHRM with business strategy. Organizations that successfully 

align their HR practices with their business goals are more likely to achieve sustainable growth. 

According to Armstrong (2020), this integration ensures that all HR activities contribute directly 

to the achievement of organizational objectives. 

For example, a company that focuses on innovation must ensure that its HR practices encourage 

creativity and risk-taking. This can be achieved through training programs, performance 

incentives, and leadership development initiatives. According to Boxall and Purcell (2016), 

organizations that fail to align their HR strategies with their business strategies often struggle to 

achieve their goals. This highlights the importance of strategic alignment in SHRM. 

Case Study: Google 

One of the best examples of successful SHRM implementation is Google. Google is known for 

its innovative HR practices, which focus on employee well-being, creativity, and continuous 

learning. According to Bock (2015), Google’s HR strategy includes hiring talented individuals, 

providing a flexible work environment, and encouraging innovation. These practices have helped 

the company maintain its position as one of the leading technology companies in the world. 



Google’s approach to employee engagement is particularly noteworthy. The company provides 

various benefits such as flexible working hours, free meals, and opportunities for professional 

development. According to Dessler (2020), these practices improve employee satisfaction and 

productivity. As a result, Google has been able to attract and retain some of the best talent in the 

industry. 

Another important aspect of Google’s SHRM strategy is its focus on data-driven decision-

making. The company uses analytics to evaluate employee performance and improve HR 

practices. According to Ulrich (2013), this approach helps organizations make better decisions 

and achieve better results. Google’s success clearly demonstrates the importance of SHRM in 

achieving organizational success. 

Case Study: Microsoft 

Another example of effective SHRM is Microsoft. Over the years, Microsoft has transformed its 

organizational culture and HR practices to focus more on collaboration, innovation, and 

continuous learning. According to Nadella (2017), the company’s CEO, one of the key changes 

was shifting from a “know-it-all” culture to a “learn-it-all” culture. This change was supported 

by strategic HR practices such as training programs, leadership development, and performance 

management systems. 

Microsoft’s focus on employee development has played a significant role in its success. The 

company provides various learning opportunities to its employees, which helps them improve 

their skills and adapt to changing technologies. According to Armstrong (2020), organizations 

that invest in employee development are more likely to achieve long-term success. This is clearly 

evident in Microsoft’s growth and innovation. 

In addition, Microsoft has implemented various diversity and inclusion initiatives, which have 

improved employee satisfaction and organizational performance. According to Kramar (2014), 

diversity is an important factor in innovation and decision-making. Microsoft’s success shows 

that SHRM practices such as diversity management and employee development can significantly 

impact organizational performance. 

Case Study: Toyota 

Toyota is another organization that has successfully implemented SHRM practices. The 

company is known for its “Toyota Production System,” which focuses on efficiency, quality, and 

continuous improvement. According to Liker (2004), Toyota’s success is largely due to its focus 

on employee involvement and continuous learning. The company encourages employees to 

suggest improvements and participate in decision-making. 

Toyota’s HR practices emphasize teamwork, training, and respect for employees. According to 

Dessler (2020), these practices improve employee motivation and performance. As a result, 

Toyota has been able to maintain its position as one of the leading automobile manufacturers in 

the world. 



Another important aspect of Toyota’s SHRM strategy is its focus on long-term employment and 

employee development. The company invests heavily in training programs, which helps 

employees improve their skills and contribute to organizational success. According to Becker 

and Huselid (1998), such practices are essential for achieving long-term success. 

Critical Analysis 

While SHRM offers many benefits, it is not without challenges. One of the main challenges is 

the difficulty in aligning HR strategies with business strategies. In some organizations, HR 

departments may not be fully involved in strategic decision-making, which can limit their 

effectiveness. According to Ulrich (2013), HR professionals must develop strategic skills to 

contribute effectively to organizational success. 

Another challenge is the cost associated with implementing strategic HR practices. Training 

programs, employee benefits, and leadership development initiatives require significant 

investment. According to Armstrong (2020), organizations must carefully balance the costs and 

benefits of SHRM practices to ensure sustainability. 

In addition, measuring the impact of SHRM on organizational performance can be difficult. 

While there is evidence that strategic HR practices improve performance, it is not always easy to 

establish a direct relationship. According to Becker and Huselid (1998), organizations must use 

appropriate metrics and evaluation methods to measure the effectiveness of HR practices. 

 

Conclusion 

In conclusion, this assignment has clearly demonstrated that Strategic Human Resource 

Management (SHRM) plays a crucial role in ensuring the long-term success of an organization. 

In today’s competitive and dynamic business environment, organizations can no longer rely 

solely on financial resources or technology. Instead, human resources have become the most 

valuable asset, and managing them strategically is essential for achieving sustainable growth. As 

discussed throughout the assignment, SHRM goes beyond traditional HR practices and focuses 

on aligning human resource strategies with the overall business objectives of the organization 

(Armstrong, 2020). 

One of the key insights from this assignment is that alignment between HR strategies and 

business goals is essential for organizational success. When HR practices such as recruitment, 

training, performance management, and employee engagement are aligned with the company’s 

objectives, organizations are better able to achieve their goals. This alignment ensures that all 

employees are working towards a common purpose, which improves coordination, productivity, 

and overall performance (Boxall & Purcell, 2016). Without this alignment, organizations may 

face challenges such as inefficiency, low employee morale, and poor performance. 

Another important conclusion is that SHRM significantly contributes to improving 

organizational performance. The findings of this assignment show that organizations that invest 



in employee development, leadership training, and engagement strategies are more likely to 

achieve higher levels of productivity and employee satisfaction. Engaged employees are more 

motivated and committed to their work, which leads to better results for the organization. This 

highlights the importance of creating a positive work environment where employees feel valued 

and supported (Saks, 2006). 

The role of leadership in SHRM is also very important. Effective leaders help in implementing 

HR strategies and shaping organizational culture. Organizations that focus on leadership 

development are better prepared to face future challenges and ensure continuity. As discussed in 

the case studies of Google, Microsoft, and Toyota, strong leadership combined with strategic HR 

practices can significantly improve organizational performance and innovation (Ulrich, 2013). 

Furthermore, this assignment has shown that SHRM plays a key role in creating a competitive 

advantage. Organizations that manage their human resources strategically are able to develop 

unique capabilities that are difficult for competitors to imitate. These capabilities include skilled 

employees, strong organizational culture, and effective leadership. According to the resource-

based view theory, such resources are essential for achieving long-term success (Barney, 1991). 

Therefore, SHRM is not just a support function but a strategic tool for gaining a competitive 

edge. 

However, it is also important to recognize the challenges associated with SHRM. Implementing 

strategic HR practices requires significant investment in terms of time, money, and effort. In 

addition, aligning HR strategies with business goals can be difficult, especially in large 

organizations. Measuring the impact of SHRM on organizational performance is also a complex 

task. Despite these challenges, the benefits of SHRM outweigh the costs, making it an essential 

component of modern organizations (Dessler, 2020). 

Overall, it can be concluded that Strategic Human Resource Management is a critical factor in 

achieving long-term organizational success. Organizations that adopt a strategic approach to 

managing their human resources are better equipped to face challenges, adapt to changes, and 

achieve their goals. By focusing on employee development, engagement, leadership, and 

alignment with business objectives, organizations can create a strong foundation for sustainable 

growth and success. 
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