
Strategic Human Resource Management (SHRM) – Key Concepts & Frameworks

1. Definition & Purpose

Strategic HRM integrates HR practices with an organization’s long?term business strategy.

Goal: Create, develop, and sustain a workforce that delivers competitive advantage

and supports the firm’s mission, vision, and values.

2. Core Components of SHRM

Component What It Involves Strategic Impact

Strategic Planning

Align HR objectives with corporate

strategy; conduct workforce

forecasting.

Ensures HR contributes to

growth, diversification, or cost?

leadership goals.

Talent Acquisition &

Management

Workforce planning, employer

branding, recruitment, selection,

onboarding.

Secures the right talent at the

right time, reducing turnover and

skill gaps.

Learning &

Development

Training needs analysis, leadership

development, career pathways,

succession planning.

Builds capabilities needed for

future strategic initiatives.

Performance

Management

Goal setting (SMART), continuous

feedback, performance appraisals,

reward linkage.

Drives behaviors that support

strategic priorities and improves

productivity.

Compensation &

Benefits

Pay structures, incentive plans,

benefits design, equity programs.

Aligns employee motivations with

organizational outcomes; aids

retention.

Employee Relations

& Engagement

Culture shaping, communication,

employee voice mechanisms, conflict

resolution.

Enhances commitment, reduces

absenteeism, and fosters

innovation.

HR Analytics &

Metrics

Data collection, predictive modeling,

HR dashboards, ROI analysis.

Provides evidence?based

decisions; measures HR’s

contribution to strategy.

Strategic Human Resource Management



Component What It Involves Strategic Impact

Compliance & Risk

Management

Legal adherence, ethical standards,

health & safety, diversity & inclusion.

Protects the organization from

legal exposure and reputational

damage.

3. The SHRM Process Flow

1. Environmental Scanning

External: market trends, labor supply, technology, regulation.

Internal: organizational culture, current talent pool, performance gaps.

2. Strategy Formulation

Translate corporate goals into HR goals (e.g., “expand into new markets ? need

multilingual sales force”).

3. Implementation (HR Practices)

Design and roll out policies, programs, and systems that realize HR goals.

4. Evaluation & Control

Use HR metrics (e.g., turnover rate, time?to?fill, employee engagement scores) to

assess effectiveness.

Adjust practices based on feedback and changing conditions.

4. Strategic HR Models

Model Main Idea Typical Use

Best?Fit

(Contingency) Model

HR strategy must fit the organization’s

competitive strategy (cost leadership vs.

differentiation).

Companies with clear strategic

orientation.

Best?Practice

(Universalistic) Model

Certain HR practices (e.g., selective

hiring, extensive training) universally

improve performance.

Organizations seeking proven

“high?performance work

systems.”
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Model Main Idea Typical Use

Resource?Based

View (RBV)

Human capital is a strategic resource

that can be a source of sustainable

competitive advantage.

Firms emphasizing knowledge

?intensive assets.

Balanced Scorecard

(HR Perspective)

Aligns HR measures with financial,

customer, internal process, and learning

& growth perspectives.

Companies using

comprehensive performance

management.

5. Key HR Metrics for Strategic Decision?Making

Metric What It Indicates
How It Supports

Strategy

Turnover Rate (overall &

voluntary)

Workforce stability, satisfaction, cost of

replacement.
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