
ISB&M Journal of Business Issues & Research 

Volume 1 Issue 1 (July-Dec 2026) | ISSN: Applied | Page No: 51-57 

 

STRATEGIC HUMAN RESOURCE 
MANAGEMENT: THE ROLE OF HR IN 

ORGANIZATIONAL SUCCESS 
 

1Alok Sardar, 2Upama Biswas  
1Assistant Professor, 2Assistant Professor 

1Techno India University, Kolkata, West Bengal, India 
2CDOE- Sikkim Manipal University, Sikkim, India. E-mail: upama.ilead@gmail.com 

 
Abstract: In today's business world Human Resource Management (HRM) is an important tool in making the 

business successful, sustainable and growing. Employees are a crucial asset of any organisation as they shape the 
performance of the organisation through their knowledge, skills, creativity and commitment. HR is no longer just 
about recruiting, payroll, attendance, employee records, etc; it's about talent management, employee engagement, 
performance enhancement, leadership development, organization culture and workforce planning. In this article, the 
author reviews the importance of HRM and its role in the organization's effectiveness. It examines the key areas of 
HR functions human resource planning, recruitment and selection, training and development, performance 
management, compensation and benefits, employee relations, career management, and employee well-being. The 
article also points to technology, HR analytics, diversity & inclusion, employee motivation and strategic workforce 
management as emerging areas of increased significance. It also reviews current HR issues including changing skill 
needs, employee attrition, stress in the workplace, remote and hybrid working, organizational change and ethical 
issues. With proper HR practices, employees are more satisfied, productive, engaged, innovative and committed to 
the organization, which helps organizations achieve their goals. The article ends by pointing out that HRM is seen as 
a strategic business activity which generates value through the matching of employee capabilities with organizational 
goals. Businesses that focus on the growth and development of their employees and foster work cultures that are 
inclusive, supportive, and development-focused are set to gain a competitive edge in a dynamic business landscape. 
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1. Introduction 
Human Resource Management (HRM) is one of the most important functions of any organization since people are 

the basic and foundation of any successful business. If all the above are there, they are only beneficial if there are 
skilled and willing persons to help manage and use them effectively. HRM is thus not just about recruiting workers, 
but about attracting, developing, motivating, retaining and managing workers to achieve the goals of the organisation. 
Today's business world has certainly undergone a transformation in the Human Resources field. Traditionally, HR 
departments were mainly engaged in administrative tasks like managing employee records, attendance, salary 
processing and recruitment. HR is now a strategic partner in the decision making of the organization. HR 
professionals make contributions to workforce planning, leadership development, employee engagement, 
organizational culture, performance improvement, succession planning and change management. Organizations face 
a technological environment, globalisation, increasing expectations from employees, skill deficit, competition and 
uncertainty in the economic market. This has led to the need for effective Human Resource Management (HRM) in 
today's context. Organizations that know their employees and provide a workplace where people can do their best are 
more likely to contribute to a sustainable organization. This article covers Human Resource Management, its 
essential elements, significance, difficulties, and future developments. It also analyzes the impact of effective HR 
practices on employee satisfaction, productivity, innovation, and the overall success of the organization. 
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2. Meaning of Human Resource Management 
HRM is a systematic approach to managing employees in their organizations to help them meet their personal goals 

and organizational goals. It covers all aspects of recruitment, selection, training, compensation, performance 
management, employee relations, career development and employee welfare. The word “human resources” affirms 
that workers are assets to an organization (Caylan, 2024). Human resources are different from physical resources, 
they have knowledge, creativity, emotions, skills, experience and decision-making abilities. These are all features that 
give employees an edge and make them a hard competitor to replicate. The objective of HRM is to create a fruitful 
relationship between the employees and the organization. Employees want to be rewarded, have career prospects, be 
recognized, have job security, be treated with respect and a healthy work environment. Employers, in turn, want 
employees to bring their knowledge, skills, dedication, and efforts. The aim of HRM is to strike a balance between 
these expectations. 
The primary goal of HRM is to be sure that the organization has the right people, the right skills, in the right 

positions, at the right time. 
Recruitment and retention of talent. 
A company must have skilled personnel to get their targets accomplished. HR departments develop recruitment 

strategies to attract suitable candidates and develop retention strategies to prevent valuable employees from leaving. 
Improving employee performance 
HRM helps employees know of their responsibilities and expectations from them. Individual and organizational 

performance can be enhanced through training, feedback, performance appraisal, and development programs. 
Developing employee capabilities 
Technology, customer expectations and business processes evolve quickly, and continuous learning is a must. HR 

identifies the skills gaps and arranges relevant training and development. 
Creating employee satisfaction 
Happy staff members are likely to be more committed to and behave positively in their place of work (Rustiawan  et 

al. 2023). HR plays a role in employee satisfaction by providing fair pay, acknowledging their achievements, offering 
career advancement, implementing welfare initiatives, and managing them well. 
Employee relations: maintaining healthy relations between employees 
HR is essential in helping to resolve conflicts in the workplace, provide information on the policies of the 

organization, and address any complaints or grievances while ensuring that employers and employees work together 
effectively. 
Supporting organizational goals 
HR activities need to be synchronized with organization's strategic goals. The workforce planning, recruitment, 

training, compensation and performance management process should directly support business priorities. 
Human resource management has many functions. However, the major ones are as follows: 

●​ Human Resource Planning 
HRP is the process of forecasting the future need for the workforce in an organization. It can assist management in 

determining the number of personnel needed, the necessary skills and when they will be needed. Good workforce 
planning means avoiding over and under staffing (Kumar et al. 2024). An organization with a small size can have a 
large workload for the existing employees. If it has too many workers, it will result in unnecessary labor costs. Other 
factors taken into consideration for HR planning include retirement, employee turnover, business growth, 
technological changes, and future needs for skills. 

●​ Recruitment 
Recruitment is the act of finding candidates for jobs that are filled. Organizations can find employees via social 

media, employment websites, recruitment agencies, educational institutions, professional networks, and through 
employee referrals and via internal job postings. 
 
When developing a recruitment strategy, as well as assessing candidates for their qualifications, one must consider 

whether they will be a good fit for the company's culture and values. 
●​ Selection 

Selection is the process of picking up the most appropriate person from the set of candidates. This can involve 
screening the applications, interviews, aptitude tests, technical assessments, background checks, and reference 
checks. A selection procedure that is fair, objective, transparent, and based on job requirements is effective. 
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Inadequate selections can lead to reduced productivity, discontent among employees, higher employee turnover rates, 
and extra hiring expenses. 

●​ Training and Development 
Training enhances the knowledge and competencies needed for the existing jobs and development provides a 

preparation for future jobs. Training can consist of orientation programmes, technical training, communication, 
leadership, safety training, customer service training, digital skills. An organization that wishes to groom future 
leaders should pay special attention to employee development. Career growth can be achieved through mentoring, 
coaching, job rotation, professional courses, and MDPs. 

●​ Performance Management 
The process of performance management is an ongoing one that involves setting performance expectations, tracking 

performance, giving feedback, pinpointing areas for improvement, and celebrating successes. The performance 
appraisal is an aspect of this process. While traditional appraisal systems were based around an annual evaluation, 
today's organizations are more likely to emphasize regular feedback and performance conversations. The effective 
management system should relate individual goals to organizational objectives. All employees should be aware of 
what they are expected to do and how what they do contributes to the performance of the organisation. 

●​ Compensation and Benefits 
Compensation is the financial and non-financial benefits that employees receive for their work. It offers 

compensation including salaries, wages, bonuses, incentives, allowances, retirement benefits, insurance, paid leave, 
and more. A fair compensation system will make it easier for organizations to attract and keep quality employees. 
Compensation should reflect the job, the employee, the market, the organization and its needs, and its internal equity. 
There's also been a growth in the significance of benefits. Staff might appreciate health benefits, flexible work 
options, paid time off, training, retirement, and more. 

●​ Employee Engagement 
Employee engagement is a measure of the emotional commitment a worker has to their job and employer. Happy 

workers will be more likely to be enthusiastic, committed and willing to go the extra mile. HR can foster engagement 
by implementing recognition initiatives, clear communication, engaging participation, training and development, 
supportive leadership, and feedback opportunities (Chowdhury et al. 2024). Employee engagement should not be 
confused with employee satisfaction. While a satisfied employee might feel content with his job, an engaged 
employee is more likely to be actively engaged in fulfilling organizational goals. 

●​ Employee Relations 
Employee relations are the management of the relationship between the employee, manager and organization. HR 

handles grievances, workplace conflicts, disciplinary issues, communication issues, and organization policies. Good 
staff relations are based on fairness, respect, transparency and good communication. Employees should have 
appropriate avenues to voice concerns without fear of unmerited treatment. 

●​ Career Management 
In today's world, employees are more likely to want opportunities for professional development. Career 

Management: assists employees in becoming aware of career pathways and development competencies (Rosyafah & 
Pudjowati, 2024. There are several ways that organizations can foster career development: mentoring, training, 
internal mobility, succession planning, leadership development programs, and IDPs. Career development is a win-win 
situation for employees and employers. Staff have opportunities for growth, and organisations have improved their 
talent pipeline internally. 

●​ Strategic Importance of HR 
HR has more of a strategic role than a purely administrative role. Strategic Human Resource Management is all 

about coordinating HR policies and practices with the long-term objectives of the company. 
For instance, a tech firm that is looking to grow fast may require workers with digital expertise. HR has, therefore, 

to predict the needs of the workforce, plan for recruitment, design compensation packages and design training. 
Likewise, if an organization is undergoing digital transformation, then there is a need to retrain existing employees 
instead of replacing them. HR can help this transition by conducting reskilling and change-management programs. In 
addition, strategic HR plays a role in the organization's resilience. In times of economic uncertainty, organisations 
must have workforce strategies that enable them to cope with market fluctuations, whilst keeping employees happy 
and productive. 
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3. Role of HR in Employee Motivation 
Employee work performance is influenced by various factors, one of which is motivation. Employees are motivated 

for various reasons such as financial benefits, recognition, achievement, responsibility, career opportunities, 
meaningful work, autonomy, etc., and supportive relationships. HR can create structures that promote positive work 
behaviors. Increased motivation can be achieved through recognition programs, performance incentives, career 
development opportunities, constructive feedback, and chances for increased responsibility. But money is not the 
only way to motivate (Storey & Wright, 2023). Respect, fairness, purposeful work and learning opportunities are all 
desired by employees. So, it is recommended to have a holistic and integrated strategy regarding employee 
motivation. Managers also have an important role. The best HR policy can be a failure if workers have poor 
leadership in the workplace. 
 
4. Leadership and HR Management 
There is a close relationship between leadership and HR. Good leaders shape employee behavior, workplace culture, 

communications, and employee performance (Kim et al. 2025). HR departments are instrumental in proactively 
identifying and nurturing future leaders (Alam et al. 2024). Leadership development can incorporate coaching, 
mentoring, management training, rotational assignments and strategic projects. To be a good leader, you must be able 
to communicate with people, make good decisions, listen to the employees, give constructive feedback, and make 
people feel comfortable to give their ideas. Companies that develop the leaders within their organization have a better 
chance of having a plan in place for succession and continuity when top employees leave. 
 
5. Diversity and Inclusion in the Workplace 
Diversity and inclusion are becoming a key priority in today's world for organizations. An effective team has 

members with a variety of backgrounds that can contribute with differing viewpoints, experiences, skills and 
solutions to problems. Diversity can be about background, experiences, age, gender, education, professional skill, and 
other factors. Inclusion is about ensuring that people feel respected, valued and can contribute in an environment. 
HR can help foster diversity and inclusion by maintaining fair recruitment, unbiased hiring processes, promotion 

opportunities, workplace adjustments and policies, and systems in place to address discrimination or harassment 
complaints. Having diversity does not guarantee the success of an organization. There needs to be an inclusive 
culture in which diverse viewpoints are truly valued. 
 
6. HR and Organizational Culture 
Organizational culture is a set of shared values, beliefs, behaviours and practices that shape the way work is carried 

out. HR is an important part of the culture. Who is recruited, what is trained, what is emphasized through 
performance management, and what is rewarded, shape what employees value in the organization. 
For instance, a company that says it's an innovative place but reprimands workers if their experiments don't work 

will not encourage risky behavior. Likewise, if teamwork is formally endorsed, but workers are only rewarded for 
their own efforts, then the reward system can be a barrier to teamwork. Therefore, HR policies should be consistent 
with the culture an organization wants to develop (Ren et al. 2023). HR processes have been revolutionized by 
technology. HRIS enables organizations to deal with employee data, payroll info, attendance, leave, recruitment, 
performance info with better efficiency. 
AI and automation are also becoming more common in the recruitment process, workforce analytics, employee 

support, and learning systems. Technology can eliminate repetitive administrative tasks and enable HR personnel to 
concentrate more on strategic tasks. But, technology must be used responsibly. If automated recruitment systems are 
based on biased data or poorly designed algorithms, they can have unfair consequences. Employee information 
should also be safeguarded given that HR offices deal with personal sensitive information. 

●​ So, the future of HR is more likely to be the combination of technology and good human judgment. 
●​ Human Resource professionals have a difficult time. Human Resource professionals are facing 

challenges. 
●​ There are multiple problems that HR professionals have to deal with in modern-day workplaces. 
 

7. Changing Skill Requirements 
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Technology can become redundant in the use of current abilities and open the need for new skills. It is imperative 

that HR continually pinpoints new skills needed and create the appropriate reskilling initiatives. 
●​ Employee retention- It can be tough to retain skilled workers because of the competition for them. It's 

essential that organizations have an awareness of why employees are leaving and can find answers to 
compensation, career development, management, workload, and workplace culture. 
●​ Workplace stress and well-being- Workloads, change, job insecurity and work-life balance issues can 

be a source of pressure for employees. There is increasing awareness among organisations of the need to 
develop healthier working conditions. 
●​ Remote and hybrid work- Many roles are now able to be done remotely and/or part-time. But all these 

arrangements pose problems regarding communication, collaboration, employee monitoring, connection and 
organizational culture. 
●​ Managing change- Employees may be reluctant to change or uncertainty or loss. HR professionals 

facilitate the communication of change, understanding of employee concerns, training, and support 
adaptation. 
●​ Ethical issues- HR professionals are often required to handle confidential information, complaints, 

disciplinary actions, recruitment, compensation and workplace investigations. Consequently, ethical 
behaviour is crucial. 
●​ Employee Well-Being- The health of employees has now become an essential consideration in modern 

HR. Well-being refers to the physical, psychological, social and financial aspects of employees' work lives. 
Well-being can be supported by reasonable workloads, safe working conditions, appropriate leave policies, 
flexible working where this is possible, supportive management and having access to resources that are 
relevant. Wellness should not be seen as a "bonus" offered to employees. It can impact absenteeism, turnover, 
productivity, employee engagement, and organizational reputation. A healthy workplace is a place where 
employees are treated well and where the performance of the organisation does not rely on constantly 
overloading employees. 

Communication plays a crucial role in HR and communication is very significant in HR. Good communications are 
vital to successful HR. Employees must also have a clear understanding of the direction of the organization, its 
policies, its responsibilities, its expected performance, its compensation, its benefits, and its changes. Not 
communicating well can lead to misunderstandings, rumours, mistrust and conflict. HR can help to create better 
communication by communicating with employees through meetings, internal communication systems, newsletters, 
training sessions, feedback systems, as well as talking directly with employees and managers. Speaking and listening 
are particularly crucial. Not only should employees be provided information, but they should also be given a chance 
to ask questions and give feedback. Learn how to leverage HR analytics and data to drive decision making. HR 
analytics is a process of leveraging employee data for informed decision making in an organisation. Organisations 
can review data, including workforce demographics, performance, training uptake, recruitment and absence, 
employee turnover. If, for instance, employee turnover is very high during the first year of employment, HR can 
investigate the reasons and make changes to the induction or management process (Ying et al. 2023). Data should be 
used as a complement, not a replacement for, human judgment. Unsafe use of employee data should be taken with a 
pinch of salt and privacy, and ethical issues should be respected. 
There will be some big trends that will likely shape the future of HR. Artificial intelligence and automation will 

keep revolutionizing HR administration and talent management. Basic tasks can be automated, giving HR the time to 
focus on strategic and interpersonal work. Second, there will be greater emphasis on continuous learning. Staff will 
have to keep up to date with skills as technology and business models change. Third, employee expectations will 
remain a part of workplace practices. Organizations may have to offer more flexibility, career advancement, 
recognition and meaningful work. Fourth, organisations will further leverage workforce analytics to learn about how 
workers behave and to make informed decisions. Finally, HR professionals will require a solid understanding of 
business, as well as HR skills. They need to understand the impact workforce decision making has on costs, 
productivity, innovation, customer satisfaction and growth of the organization. 
 
8. Conclusion 
In an organization, people are the mainstay of any activity and that is why HRM is crucial for the success of an 

organization. Effective HRM is more than just about recruiting and payroll administration. It includes establishing 

Volume 1 Issue 1 (July-Dec 2026) | ISSN: Applied | Page 55 



ISB&M Journal of Business Issues & Research 

Volume 1 Issue 1 (July-Dec 2026) | ISSN: Applied | Page No: 51-57 

 
systems and work environments that allow employees to utilize their skills and potential. HR touches on almost every 
facet of organizational life, ranging from HR planning and recruitment to training, performance management, 
compensation, employee engagement, leadership development, employee well-being, and more. 
The HR has gone beyond the mere administrative function and has now become a strategic business partner. Today's 

HR professionals must grasp the organization's strategy, be mindful of technology and its use, navigate change, build 
talent, champion diversity and inclusion, and foster employee experience. Companies that invest in their employees 
will be better equipped to deal with changing customer expectations, economic uncertainty, changing technologies, 
and competition. In parallel, the management of HR is a balance between the needs of the employees and the 
performance of the organization. Finally, HRM is the understanding that employees are not just a cost to be 
controlled, but a source of knowledge, creativity, innovation and of competitive advantage. A company may have 
great technology, financial resources and programs, but without people who can work, are motivated to work and are 
committed to work, long-term success is hard to find. Hence, HRM is a key factor in every organization's endeavor to 
achieve sustainable growth and success. 
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