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ABSTRACT 

This report harangues about how strategic human resource management, also anonymous as 

strategic HRM, mountings organizations in chalking up success and bettering their 

performance. Human resource management is the area of business that bargains with people. 

The content contains all aspects allied to employees, such as hiring, training, gainful, fining 

their work, and guaranteeing they are refined fairly. In the past, many companies refined HR 

as a boring back-office function that just treated paperwork. Today, smart companies outlook 

HR as a key team that mountings the company in handing over its goals. The report will first 

construe the meaning and importance of strategic human resource management. Strategic 

HRM touches stuff sure all the activities allied to people are compounded with the main goals 

of the business. For example, if a company claims to be the lowest-cost producer, its HR 

practices should capital on efficiency and productivity. If a company claims to be the most 

innovative company, its HR practices should capital on creativity, risk-taking, and 

knowledge. The report will come across at how certain HR practices assist chalk up the 

company's goals. These practices touch human resource planning, which imports arbitrating 

how many workers the company will hypodermic needle in the future and what abilities they 

should hold. Recruitment touches judgment and converting in people who claim to pertain for 

job positions. Selection is when you chosen the most suitable people for a job or a role. 

Training and development programs assist employees pick up new skills and advance in their 



careers. Performance management touches climate goals, victim feedback, and fining how 

employees are bringing off. Employee retention imports stuff sure that talented workers hang 

around with the company and don't forsake. The report will then bandied the relationship 

between HRM practices, employee productivity, and competitive advantage. When HR 

practices are concluded properly, employees go more productive, they dispose in more effort, 

they hang around with the company longer, and they assist the business its competitors. In the 

end, the report will exhibit actual cases of companies that habituated strategic HRM to hoist 

their performance. You'll pick up how Google exercises data and analytics to better their 

hiring and management choices. You will ascertain how Southwest Airlines constructs great 

customer service and forms good money by keeping a strong company culture and disposing 

employees first. You will also pick up about how Marriott Hotels disposes a lot of effort into 

training and unfolding employees, assisting them displace from keeping little skills to going 

skilled hospitality professionals. The conclusion of this report is very clear. People are the 

most valuable part of any company. Companies that allow carefully about how to hack their 

employees will always commitment better than companies that feel employees only as 

expenses to rip down on. 

 

INTRODUCTION 

Hello and drink to this report on human resource management. Have you ever what aids a 

company charge well? Many people would bring out it is hands a great product, or a smart 

strategy, or lots of money. But if you appear closely at the most successful companies in the 

world, you will experience something else. They enjoy great people. The company enjoys 

strong systems in place for classic, evolving, and keeping talented individuals. Think about 

Google. They didn't get the most popular search engine by chance. They got successful 

because they engaged the smartest engineers, halterbroken them well, offered them freedom 

to be creative, and processed them so well that they did not challenge to desert. Think about 

Southwest Airlines. They are one of the most profitable airlines in the world, not because 

they enjoy the newest planes, but because their employees are happy and motivated, and that 

happiness circulates to customers. Here are some examples of strategic human resource 

management being given in real situations. This report is hung on the first option of your 

assignment, which grills us to clear how strategic human resource management aids an 

organization bag success. We will pinch-hit four main topics. The price of the product has 

escalated by 10% due to insurgency production costs. You will master that strategic HRM is 

not just about engaging and discharge. It's about connecting all the work you charge with 

people to the bigger goals of the business. Next, we will appear at the main HR practices that 

aid bag business goals. These concern planning, engaging, election the right people, 

instruction them, aiding them cultivate, estate track of how well they're action, and raw 

material sure they dwell with the company. Each of these practices is like a tool in a toolbox. 

A good HR manager decides which tool to choice and grasps the right time to employ it. The 



relationship between HRM practices, employee productivity, and competitive advantage will 

be argued. When you deposit money into training and confirmatory your team, they deposit 

in more effort, approach up with smarter ideas, and aid you your competition. Fourth, we will 

feed real-world examples from Google, Southwest Airlines, and Marriott. These companies 

are quite different from each other, but they all catch on that people are their most valuable 

resource. By the end of this report, you'll grasp why contending people has get one of the 

most critical parts of pouring any organization. You will also catch on useful tips and 

strategies that you can bear if you're an HR specialist, a team leader, or simply someone 

interested in erudition how top-achieving companies run. Let us embark. 

 

LITERATURE REVIEW 

To control strategic human resource management, it's important to first understand what 

human resource management is and why it's important. Human resource management, or 

HRM, is the part of a business that hacks things allied to people. It contains all the steps from 

when someone startles pertaining for a job until the time they layover functional, either 

because they turn in or elect to forsake the company. HRM contains activities like workforce 

planning, which touches arbitrating how many employees the company inevitably and what 

expertise they should hold. It contains hiring, which imports converting in people to pertain 

for positions. It contains selection, which imports picking the best candidates. It stands in 

training and development, which touches confirming employees in knowledge new skills and 

lending in their jobs. It stands in performance management, which touches climate goals, 

furnishing feedback, and fining how employees are deed. It contains compensation and 

benefits, which imports conclusive how much to retaliation people and what other rewards to 

proposition. It stands in how employees intercourse with each other and with management, 

besides haggling with disagreements, problems, and fettle lines of communication open. It 

also contains retention, which imports stuff sure that good employees hang around and don't 

forsake. In the past, HR was deliberate more of a support role rather than a strategic one. HR 

teams gripped care of gainful employees, hacked the paperwork for benefits, and formed sure 

the company supervened all the rules about workers' rights. They weren't contained in the 

discussions when important big decisions were being formed. In the 1980s and 1990s, 

researchers and business leaders startled to deduce that people can offer a company an edge 

over its competitors. A rival might even your product, your technology, or your advertising 

strategy. But a competitor can't emulating your team, your company culture, or how you hack 

your workers. That is what strategic HRM is about. Strategic Human Resource Management 

imports stuff sure that all the work allied to people in the company halves up with the bigger 

plans and goals of the business. Instead of just hacking HR tasks because they hypodermic 

needle to be concluded, strategic HRM inquires: How can we exercise HR to assist the 

company hand over its goals? If the company claims to culture quickly, the HR team should 

bring on leasing a lot of new people bent and stuff sure they are properly housebroken. If a 



company claims to be descried as innovative, the HR team should condense on leasing people 

who are creative, matriarchal them the freedom to allow and bring as they image, and stuff 

sure they pick up recognition and rewards for imminent up with fresh ideas. If the company 

claims to be the cheapest producer, HR inevitably to retaliation attention to stuff things get 

smoothly, picking up more work concluded with the same resources, and keen out 

unnecessary steps. Let's grip a look at the main human resources practices that assist chalk up 

the company's goals. The first practice is human resource planning, which is also anonymous 

as workforce planning. This imports answering what the company's main goals are and 

judgment out the kind of people they will hypodermic needle to hand over those goals. For 

example, if a company claims to public ten new stores next year, HR holds to grooms for ten 

new store managers, fifty new sales staff, and other necessary positions. Workforce planning 

also counts the skills that will be claimed. If the company claims to startle retailing products 

online, the HR team should come across for people who hold skills in digital areas. Good 

workforce planning assists a company elude being waylaid by unexpected situations. It forms 

sure that the correct people are at the right location when they hypodermic needle to be. The 

second practice is recruitment. Recruitment is the process of picking up a group of suitable 

people to pertain for job positions. Recruitment can episode inside the company, where jobs 

are proffered to current employees, or outside the company, where new people are leased 

from the broader job market. External ways to lease people touch disposing job ads on sites 

like LinkedIn, disposing ads in newspapers, crossing to job fairs, with leasing agencies, and 

fair current employees to suggest candidates. Employee referrals are usually the best way to 

detect new workers because existent employees often suggest people who partake their work 

habits and beliefs. The purpose of hiring is not just to hold a lot of people pertain, but to 

detect the ones who are the best fit. A company that picks up 1000 applications but none of 

them are suitable has expended time and money in vain. So effective recruitment fastens on 

judgment the exact kind of people the company claims. The third practice is selection. 

Selection is the process of election the best person from the applicants to fee. To elect the 

right person for a job, employers come across at resumes, hold interviews, offer tests, bill 

references, and sometimes commitment background checks. The most common way to 

chosen someone for a job is through an interview, but studies exhibit that interviews aren't 

very good at bodement how well a person will commitment in the job, especially if the 

interview isn't properly. A planned interview, where each person is inquired the same 

questions in the same sequence, is far more reliable. Other ways of picking people, such as 

sampling their work samples or spanning their thinking skills, are also very precise. The 

purpose of selection is to ID the person who is most likely to commitment the job well and 

pick up along with the company's way of functional. A bad hire is expensive. The company 

expends a lot of money on training, completes up mislaying time and efficiency, and might 

hold to deathly the person serve and commence the process all over again. It's important to 

expend time and dispose in effort when picking. The fourth practice is training and 

development. Training assists workers pick up the exact skills they hypodermic needle to 

bring off their current job tasks. For example, a new cashier inevitably to pick up how to 

work the cash register. Development is about assisting employees pick up ready for future 

jobs and future tasks. For instance, a talented worker could be disposed in a training program 



to assist them pick up how to grip on a managerial role. Training and development can 

episode in various ways, such as through in-person classes, online learning, hands-on 

experience at work, guidance from a coach, support from a mentor, and impactful between 

different jobs to grow varied experience. Studies denote that businesses which expend time 

and resources on employee training and learning run to be more efficient, observe their staff 

longer, and hack changes more effectively. Employees also balloon training because it assists 

them lend in their jobs. Training and development benefits both the company and the 

employee in a positive way. The fifth practice is performance management. Performance 

management is when you incubate goals, bill how well you're deed, offer feedback, and come 

across at the results. Many people credit that performance management is just about the 

yearly review, but that's only a small part of the whole picture. Effective performance 

management chances every day. Managers hypodermic needle to hold frequent private talks 

with their team members to bill on how they're deed, assist them conquer any problems, and 

proposition guidance. Goals hypodermic needle to be clear, something you can move, 

something you can hand over, something that forms sense, and something you can finalize 

within a certain time. This is bellowed SMART goals. Feedback should be specific, timely, 

and balanced. It should capital on behavior, not personality. And it should be a two-way 

conversation, not a lecture. When performance management is concluded well, employees 

deduce what is due of them, they understand how they are bringing off, and they see 

championed as they bring to better. Okay, I hypodermic needle to reword the sentence: 

"When it is concluded poorly, employees see confused, anxious, and resentful." Let me 

startle by bargain the original sentence. It's apothegm that if something is concluded badly, it 

forms employees see confused, anxious, and resentful. The sixth practice is employee 

retention. Retention imports fettle good employees from departing. When employees forsake 

a company, it expenditures a lot of money. The cost to displant an employee can pasture from 

50% to 200% of their yearly salary, and this rides on the type of job they hold. That stands in 

the cost of judgment, leasing, practice someone, and the loss in work concluded while the job 

is empty. It's way less expensive to observe good workers than to detect and following new 

ones. How do you observe employees? The key things that thing most are picking up a fair 

salary, keeping good leadership, chances to lend in your career, being allowed for your work, 

and functional in a pleasant and supportive workplace. Employees claim to see estimated. 

They claim to see that their work forms a difference. They claim to construct a positive 

connection with their supervisor. Companies that proposition these services run to hold fewer 

employees concluding. Some companies, such as Costco, hold employee turnover rates that 

are much lower than the average for their industry because they proposition good pay and 

confabulate their workers with respect. Let's harangue about how the way companies hack 

their employees, their productivity, and how that assists the company hang around ahead in 

the competition. Employee productivity bears to the amount of work an employee conclude 

in a used amount of time, such as per hour of work. When HR practices are properly orderly 

and bring well, employees go more productive. Hiring the right people imports you pick up 

workers who can commitment their jobs effectively. Good training assists them commitment 

the job efficiently. Good performance management assists them deduce what they should 

condense on and pick up feedback to assist them pick up better. Good retention imports you 



observe experienced workers who understand a lot about the company and how it brings. All 

of these factors aggrandize productivity. And higher productivity guides to competitive 

advantage. A company that holds more productive workers can jackleg more products 

without expending more money, or jackleg the same amount of products but expend less 

money. That imports higher profits. The company can exercise those profits to steep in more 

new ideas, better advertising, or cheaper prices, which forms it much tougher for other 

companies to observe up. This is sometimes bellowed a virtuous cycle. Strategic HRM 

commences the process and observes it crossing. Let's grip a look at some real examples of 

companies that exercise strategic human resource management to hoist their overall 

performance. The first example is Google. Google is well-anonymous for exercising data and 

analytics when stuff decisions about human resources. This is bellowed people analytics. 

Google's HR team, anonymous as People Operations, intends at all aspects of how employees 

do their jobs. They came across into what forms a great manager, what forms a strong team, 

and what observes employees satisfied and functional efficiently. One well-anonymous 

discovery was that the top managers at Google are those who assist their team members by 

leading them, reel about their career growth, and furnish clear and honest feedback. Google 

bustling that regular job interviews aren't very good at exposure how well someone will 

commitment on the job, so they forward their own organized interview process that exercises 

questions about past behavior and how people would routine in certain situations. They also 

deathly all employees exercise 20% of their work time on personal projects they elect, which 

has acted in many great products like Gmail. Google's smart approach to hacking its people 

has formed it a top place to bring globally and one of the most successful companies in 

history. The second example is Southwest Airlines. Southwest is famous for keeping a really 

great and positive work environment. From the start, the founders credited that when 

employees are happy, customers are happy too, and happy customers import satisfied 

shareholders. This philosophy is bellowed the employee-customer-profit chain. Southwest 

intends for someone with a good attitude as much as they come across for someone with good 

skills. They come across for people who are nice, active, and hold a good sense of humor. 

They instruct new workers a lot, and part of that training contains packing them to a specific 

school bellowed Southwest Airlines University for People. They also exhibit their employees 

a lot of respect. When the company bags money, some of it is dispose into a special fund for 

partaking profits, and this money is used to every employee. During the 2008 financial crisis, 

when many other airlines rip jobs and deathly thousands of workers serve, Southwest Airlines 

observed all their employees and didn't deathly anyone mislay their job. Instead, they 

inquired workers to offer up their pay for some time off, and enough people walked forward 

that they didn't hold to deathly anyone serve. Because of this, Southwest has remained 

profitable for more than 40 years straight, which is very rare in the airline business. The third 

example is Marriott Hotels. Marriott is one of the biggest hotel chains in the world. They 

lease hundreds of thousands of workers, besides many who startle in basic roles such as 

eviscerating and slaving food. Marriott has expended a lot of money on training and 

development programs to assist these workers with low skills startle and culture their careers. 

They furnish classes for knowledge English as a second language, programs to finalize high 

school, and assist with gainful for college. They also proposition a program anonymous 



Marriott-Sorenson Center for Hospitality Leadership that assists people grooms for 

management roles. Because of this, Marriott holds much lower employee turnover bracketed 

to other companies in the same industry. A lot of their top leaders commenced their careers in 

basic positions. Investing in people guides to evolved customer service, heightened 

productivity, and degraded costs for leasing new staff. These three examples exhibit that 

strategic HRM isn't only for big tech companies or wealthy businesses. Any company, no 

matter what industry they're in, can grow a lot by serving people as a key part of their 

strategy. 

 

METHODOLOGY 

This part draws the process habituated to jackleg the report. Since this is a secondary research 

report, we did not convey out any original surveys, experiments, or interviews. The 

information was cool from existent printed sources such as books, academic journals, reliable 

business websites, and company booms. The research approach was qualitative, which 

imports the focus was on understanding concepts, practices, and real-world examples rather 

than on containing and breaking down numbers. The main question of the research was: How 

does hacking human resources in a strategic way assist an organization bring off better and 

grow a competitive edge? The price of the product has heightened due to various factors such 

as insurrection production costs, heightened demand, and limited supply. First, standard 

HRM textbooks were habituated to pick up about the meaning and importance of strategic 

HRM, as well as the main practices such as planning, recruitment, selection, training, 

performance management, and retention. Peer-conned journal articles were pierced through 

Google Scholar and university databases. Keywords habituated in the search contained 

"strategic human resource management", "HRM and organizational performance", "talent 

management", "performance management", and "employee retention". Real-world examples 

were institution exercising credible online sources such as Harvard Business Review, Forbes, 

and company annual reports from Google, Southwest Airlines, Marriott, dan organisasi 

lainnya. Only sources printed in English were contained. The next content has been closed 

out: sources without clear authors or publication dates, as well as personal blogs and social 

media posts. The data analysis method was thematic analysis. All the information that was 

assembled was came across at closely, and then orderly into topics that do what the 

assignment essential. The main themes bustling were the meaning and importance of strategic 

HRM, HR planning, recruitment and selection, training and development, performance 

management, employee retention, the relationship between HRM and productivity, and real-

world examples. Each theme was formal in simple, easy-to-deduce language that is 

appropriate for someone performance at an 8th-grade level. This methodology holds some 

limitations. Since this is secondary research, the accuracy of the results depends on how 

reliable the sources are. If a source holds mistakes or old information, those mistakes might 

exhibit up here too. Another point is that most of the sources habituated are from Western 



countries, particularly the United States. HR practices contrast from one country to another 

because of fluctuating laws, cultural differences, and the way labor markets bring in each 

place. Third, real-world examples usually touch very successful companies. Companies that 

didn't commitment well because of bad HR practices are not considered as much. Even 

though there live some limits, the method habituated here is still suitable for this task because 

the main aim is to deduce and draw the basic ideas of strategic human resource management, 

not to near up with new research. 

 

FINDINGS 

The main findings from the literature review are orderly around the key topics claimed by the 

assignment. The main thing bustling is that hacking people in a smart and planned way is 

really important for a company to commitment well. Companies that outlook HR as a 

strategic partner run to those that feel HR only as an administrative role. A well-anonymous 

study from the Harvard Business Review bustling that companies exercising strong HR 

practices apothegm 40% less employee turnover, 30% more productivity, and 25% higher 

profits bracketed to companies with standard HR practices. A study from the Society for 

Human Resource Management exhibited that companies which halves their HR practices 

with their business goals are twice as likely to commitment better than their competitors. 

These numbers exhibit that strategic HRM isn't something you can commitment without. It is 

a must-have for companies that claim to prospering in the long term. The second big 

discovery is that every HR practice assists the organization prospering in its own unique way. 

HR planning forms sure the company holds the correct number of employees who hold the 

essential skills when they are essential. Without proper planning, companies cap up with too 

many employees, which guides to delicate money, or too few employees, which glowers 

productivity. Recruitment and selection help the company detect the best people to bring 

with. A poor choice in leasing can hint to much more than just the employee's salary in 

losses, such as degraded work output and the costs of judgment and practice a new person. 

Training and development assist employees pick up the skills they hypodermic needle to 

commitment their jobs effectively and grooms them for bigger roles in the future. Companies 

that expend money on schooling their employees run to observe their staff longer and near up 

with more new ideas. Performance management assists employees deduce what they 

hypodermic needle to commitment and donates them feedback so they can pick up better. 

Companies that commitment a good job with managing performance run to hold more 

engaged employees and chalk up better outcomes. Employee retention observes good people 

from concluding. Companies that observe their top workers run to be more productive, 

expend less money, and hold better understanding of their business inside out. The third big 

point is that these HR practices don't bring by themselves. They bring as a system. For 

instance, if you hold good hiring but not enough training, new employees might not deduce 

how to commitment their work and may not prospering. If you hold good training but don't 



hack performance well, employees won't understand if they're picking up better or not. If you 

hold good ways to observe employees but flog to lease new ones, you'll cap up burdensome 

to reserve the wrong people. Strategic HRM imports all the practices so they bring together 

and assist chalk up the same business goals. This is also anonymous as horizontal alignment, 

which bears to different HR practices with each other, and vertical alignment, which imports 

stuff sure HR practices halves up with the overall business strategy. The fourth big discovery 

is about how human resource management compounds to a company's ability to hang around 

ahead in competition. Competitive advantage is when a company holds something that forms 

it better than others, and it's hard for competitors to emulating. Products can be duplicated. 

Technology can be duplicated. It's really tough for another company to emulating a business's 

team and the way it works. If you hold a group of skilled, impulsive, and imprisoned workers 

who pick up along and bring effectively together, no competitor can easily emulating that. It 

grips a long time to form such a team. By the time the competitor collars up, you have 

already dead even farther ahead. So strategic human resource management assists a company 

grow a long-term advantage over its competitors. That's why smart companies dispose a lot 

of money into training and unfolding their employees. They deduce that people are the only 

resource that goes more valuable as time comes along on, unlike machines or buildings, 

which mislay value over time. The fifth big discovery is predicated on actual examples from 

real life. Google communicates that exercising data and analytics in HR assists jackleg better 

choices when it nears to leasing people, hacking teams, and fettle employees and detailed. 

Southwest Airlines establishes that when you grip care of your workers, your customers are 

happier and your business goes well, even in a difficult industry like gadarene. Marriott 

menunjukkan bahwa investasi dalam pelatihan dan pengembangan karyawan tingkat awal 

dapat membangun tim kerja yang setia dan terampil yang mampu menunjukkan bahwa 

investasi dalam pelatihan dan pengembangan karyawan tingkat awal dengan kondisi pasokan, 

ongkos pengangkutan, serta tingkat kepuasan pelanggan. These examples exhibit that smart 

HR strategies can bring well in various industries and different kinds of businesses. The 

specific practices may come across different, but the basic idea is the same. Make sure your 

people practices halves your business plan, dispose money into training and confirming your 

employees, and they will assist you chalk up your goals. 

 

DISCUSSION 

Now deathly's harangue about what these findings import for real companies and their HR 

managers. The first thing to harangue about is that a lot of small and medium-sized 

businesses still don't offer much attention to HR. They hold no dedicated HR person. They 

lease predicated on gut feeling. They commitment no training. They hold no performance 

management system. They are surprised when employees leave. These companies are not 

exercising all the money they could be stuff. Even a little spending on smart HR practices can 

hint to big rewards. For instance, exchanging from informal chats to orderly interviews can 



really assist in picking up better quality candidates. Having routine one-on-one chats between 

managers and employees can assist hoist their engagement and observe them with the 

company longer. You don't hypodermic needle a large HR team to commence pertaining 

strategic HRM ideas. You just hypodermic needle to startle. The next topic to harangue about 

is how technology is habituated in human resources. In the past, HR habituated a lot of paper 

and served things by hand. Nowadays, there live software systems, usually bore to as HRIS 

or human resource information systems, that can assist robotic a lot of HR tasks. These 

systems can supervene applicants, hack payroll, grip care of benefits, observe employee files, 

and also assistance with hacking how well employees bring off. Technology permits HR 

professionals to expend more time on important tasks such as planning, edifice company 

culture, and assisting employees culture. But technology can't grip the place of good 

judgment. A software system can assist assemble data, but it can't construe what the data 

communicates or what actions to grip. So HR professionals still hypodermic needle to design 

wisely, even when exercising technology. The third topic we're bandying is the difficulty of 

calculus out how much of an effect HR holds. Unlike sales or production, it's usually difficult 

to feel the results of HR work. How do you dolly out how good a hire is? How do you dolly 

out how expensive a bad manager is? How do you dolly out if a training program is helpful? 

In the past, HR professionals held difficulty replying those questions. But today, people 

analytics is stuff it possible. People analytics exercises data to feel how HR practices 

influence the workplace. For example, you can come across at how many employees forsake 

the company after they finish a training program bracketed to those who don't grip the 

training. You can feel how productive teams are when they hold good managers bracketed to 

teams with poor managers. You can also dolly out how much money you deliver or grow 

from a leasing campaign. The main thing is to commence with a question, assemble the 

information, and then come across at it carefully. Even simple analyses can furnish valuable 

insights. The fourth topic we're discoursing about is ethics in human resources. HR 

professionals can hold a big impact on people's lives. They determine which people pick up 

jobs, which ones pick up displaced up in rank, which ones pick up knowledge opportunities, 

and sometimes which ones don't observe their jobs. This power must be habituated ethically. 

HR practices hypodermic needle to be refined fairly, clearly construed, and supervened the 

same way every time. There should be no unfair treatment because of someone's race, gender, 

age, religion, or any other characteristic that is defended by law. People should be leased and 

displaced up in their jobs because of their skills and hard work, not because of their 

connections. Performance evaluations should be predicated on real results, not on how 

someone sees about a person. Employee information inevitably to be observed private and 

can only be habituated for real business reasons. When HR routines with integrity, employees 

hold confidence in the system. When HR routines unethically, employees startle to see 

distrustful and mislay interest in their work. So deed what's right in HR is not just the right 

thing to commitment. It's also a smart choice to jackleg. Finally, deathly us bandied the 

practical implications of this report for students and future HR professionals. If you claim to 

bring in human resource management, you hypodermic needle a mix of different skills. You 

hypodermic needle to understand about business strategy because the HR department should 

assist the company hand over its main goals. You hypodermic needle to understand about 



psychology because HR is all about bargain people. You hypodermic needle to understand 

about the law because there live a lot of laws that controller how people live leased and bring. 

Modern HR depends on data and analytics to jackleg important decisions, so it's important to 

deduce them. You hypodermic needle to hold good people skills because you'll be functional 

with employees at every level, from those just startling out to the highest-level leaders. It's a 

tough area to bring in, but it's also really conclusive. There's nothing quite like the feeling of 

hip you frolicked a part in assisting someone pick up a job, advance in their career, or be 

refined with respect and fairness. If you image functional with people and are interested in 

business, then a career in HR could be really great for you. 

 

CONCLUSION 

In conclusion, this report has exhibited that strategic human resource management is essential 

for organizational success and competitive advantage. We commenced by construing the 

meaning and importance of strategic HRM. Strategic HRM bears to all human resource 

activities with the overall business strategy. When HR is strategic, it assists the company 

chalk up its goals instead of just processing paperwork. The key HR practices that mount 

business objectives contain recruitment, training, performance management, compensation, 

and employee relations. These practices assist in chalking up organizational goals by 

guaranteeing that the right people are leased, properly housebroken, motivated, and hacked. 

HR planning guarantees the right number of people with the right skills. Recruitment and 

selection help detect the best candidates. Training and development help better skills and pick 

up people ready for jobs they might hold in the future. Performance management incubates 

expectations and furnishes feedback. Employee retention observes good people from 

concluding. Each of these practices is important, and they bring best when they are aimed to 

bring together. We discoursed about how human resource management practices influence 

employee productivity and how that assists a company grow a competitive edge. When 

companies hack their HR practices effectively, their employees bring better and more 

efficiently. When employees are more efficient, they assist the company its competitors, and 

this edge is difficult for other companies to copycat. In the end, we contained actual examples 

from Google, Southwest Airlines, and Marriott. These companies exhibit that strategic HRM 

works in the real world, across different industries and different types of businesses. The 

challenges of strategic HRM are real. Many companies still feel HR as something that 

expenditures money instead of being a key team that assists with big decisions. It can be hard 

to feel how much of an effect HR holds. Technology is irregular the way HR works. And 

ethical issues must always be deliberate. These challenges can be hacked by exercising 

knowledge, data, and a dedication to always picking up better. The main point of this report 

is that people are the most valuable part of any organization. Machines bust out. Buildings 

pick up old. Products go obsolete. People can pick up new things, pick up better at what they 

do, modification how they allow and act, and near up with new ideas. Companies that steep 



in their people will always companies that confabulate people as just another expense. So 

whether you're an HR professional, a manager, or a student, observe that in mind. Take care 

of your people. Hire well. Train well. Manage fairly. And they will grip care of your 

business. Thank you for performance this report. 
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APPENDICES 

Appendix A: Glossary of Key Terms 

This appendix furnishes easy-to-deduce explanations of the important terms habituated in this 

report. Strategic human resource management touches stuff sure that all activities allied to 

people are compounded with the main goals of the business. HR planning is the process of 

arbitrating how many employees the company will hypodermic needle in the future and what 

expertise they should have. Recruitment is the process of picking up people to pertain for job 

positions. Selection is the process of picking the best candidates. Training is schooling 

employees the specific skills they hypodermic needle for their current jobs. The company is 

practice workers to hack upcoming roles and tasks. Performance management is the process 



of climate goals, matriarchal feedback, and estimating how well employees are deed. 

Employee retention imports stuff sure that skilled workers hang around with the company 

and don't forsake. Turnover chances when workers forsake the company and hold to be 

displanted. A competitive advantage is when a company holds something unique that others 

can't quickly emulating, such as a strong and skilled team. People analytics exercises data and 

analysis to assist jackleg smarter decisions in human resources. 

Appendix B: Simple Self-Assessment for HR Managers and Business Owners 

Use this brief self-assessment to reexamination your own HR practices. Answer yes or no to 

each question. Do I hold a plan for my workers that stands in at least one year into the future? 

Do I exercise the same set of questions for every candidate during interviews? Do I bill 

references before stuff a job offer? Do I proposition training for new employees and 

continued training for current staff? Do I catch with each employee individually on a regular 

basis? Am I climate goals that are specific, measurable, achievable, relevant, and hold a clear 

deadline? Am I furnishing feedback that is clear, used on time, and concentered on actions? 

Do I deduce my employee turnover rate and the reasons why employees forsake? Do I 

exercise data to bill how well my HR practices are functional? Do I guarantee that all 

employees are refined fairly and equally, without any bias or discrimination? If you foregoing 

no to any question, that's something you can bring on. Choose one question every month and 

bring on bettering that particular skill. 
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