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Abstract:-   

Purpose: This paper seeks to: 

 Review the literature on HR Strategies with special 

reference to the relationship of HR Strategies with 

other constructs. 

 Establish a relation between Strategic Human Resource 

Management (SHRM) and HR Strategies. 

 Determining the research gap in this area. 

Design/methodology/approach: The paper intends to provide a 

conceptual review of the past literature in the areas of HR 

Strategies. The paper is divided into 3 parts: 

 Describes and examine the published works in HR 

Strategies.  

 Established a relation between SHRM and HR 

Strategies.  

 Established a relation between the HR Strategies and 

the other variables like business outcomes, Business 

strategies, Core competencies, HR Outsourcings, 

Knowledge management etc.  

 The review identifies the limitations of the literature 

and outlines future lines of research for this field. 

Findings: The review also showed that HR Strategies are related 

to other variables like; business outcomes, business strategies, 

organizational strategies, core competencies, HR outsourcing 

and knowledge management etc.  

Research limitations: The main limitation of this review is that 

the study is completely based on secondary source of review no 

primary study is done. Thus, the study does not provide any 

empirical evidence to support the literature of the article. All the 

provided literature is written based on the findings gained from 

the previous studies.  

Practical implications: HR Strategies affect other constructs like; 

organizational effectiveness, Change management and 

organizational development etc. This study can increase the 

knowledge of formulation and implementation of HR Strategies 

in any organization which will in turn enhance the effectiveness 

of the managers. This in turn can help the organization to 

operate at high efficiency.  

Intangible Originality/value: The study helps the scholars orient 

their research in HR Strategies by providing them a better 

understanding of the construct. Also provides a ray of direction 

in which the field is going and what are the existing gaps.  

I. INTRODUCTION 

Change is sweeping through our lives and institutions whether 

we want it or not. It has become inevitable everywhere 

regardless of country, culture and corporation. This is creating 

more challenge to the industries resulting into unstable than 

ever before. Manufacturing industries are thus seeking to gain 

competitive advantage at all cost and are turning to more 

innovative sources through HRM practices (Sparrow, Schuler, 

& Jackson, 1994). In the current era Human Resource is being 

considered the prime source of competitive advantage; 

distinctive competencies can be obtained through highly 

developed employee competence, distinctive organizational 

cultures, management process and systems. Thus, the 

organization‟s human resource management policies and 

practices must fit with its strategy in its competitive 

environment.  

II. STRATEGIC HUMAN RESOURCE MANAGEMENT 

(SHRM) 

The concept of SHRM became popular in the 1980s with the 

development of two models viz. the Matching model and the 

Harvard model. These models proposed the integration of 

strategy and HRM. Jackson and Schuler (2000) contented that 

HR is seen as “potential contributor to the creation and 

realization of the organization‟s mission, vision, strategy and 

goals”. Schuler (1992) concluded that, SHRM is largely 

concerned with „integration‟ and „adaptation‟. Its purpose is to 

ensure that HRM is fully integrated with strategy, HR policies 

are coherent and HR practices are accepted by line managers. 

Gradually, SHRM started becoming more popular. 

Researchers defined SHRM in different ways. Some of them 

are: 

III. LINK BETWEEN SHRM AND HR STRATEGY 

SHRM and HR Strategy are closely related to each other. 

Bamberger & Meshoulan, (2000) contented that SHRM is not 

unrelated to HR strategy. Indeed, the formulation and 

enactment of an HR strategy is designed to “link HR policies 

and practices with the strategic goals and objectives of the 

firm” (Truss & Gratton, 1994) is a key element of SHRM. 

Thus, if SHRM is the process by which organizations seek to 

link the human, social, and intellectual capital of their 
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members to the strategic needs of the firm, espoused HR 

strategy is the road map that organizational leaders use to 

secure that link, and emergent HR strategy is the road actually 

travelled.  

IV. HR STRATEGY 

The history of HRM reflects the continuous innovation and 

adaptation of new techniques and methodologies. The field of 

HRM successfully developed and introduced new techniques, 

practices, and roles in the past few decades. Due to this 

continuous development HRM is developed into which, 

responds to emergent sources of organizational uncertainty 

(Jacoby, 1985) i.e. HRM is developing its strategic role to 

meet the challenges of the changing environment. With the 

changing dynamics, the HR Practices are becoming more 

strategic in nature hence there is greater need for HR Strategy. 

HR Strategy means accepting the HR Practices as a strategic 

partner in the formulation of the company's strategies as well 

as in the implementation of those strategies through HR 

activities such as recruiting, retaining, motivating, rotating 

and rewarding personnel.  

Miles and Snow, (1978) conceptualized HR strategy as an 

outcome, the pattern of decisions regarding the policies and 

practices associated with the HR system.  

V. RELATIONSHIP OF HR STRATEGIES WITH OTHER 

VARIABLES 

HR Strategies are related with various constructs. Important 

variables for the study are discussed as under: 

A. Relationship between HR Strategies and Business 

Outcomes 

Pardo and Prelines (2008) analysed the impact of HR 

Strategies on business outcomes. The results revelled that the 

grouping of practices into three factors. The first factor, which 

is comprised of practices related to the development of worker 

abilities including participation, training and the existence of 

an internal job market, is called the development factor. The 

second factor, which encompasses the position design and 

remuneration system variables, is called the organic factor in 

that organic structures offer similar position design and 

remuneration systems. The last factor concerns aspects related 

to the selection process and the duration of the working 

relationship, which is therefore called the hiring factor. On the 

basis of the presence and absence of the above discussed 

factors in the organization Pardo and Prelines (2008) designed 

4 types of HR Strategies namely: Null Strategy, Make 

Strategy, Buy Strategy, and Inconsistent Strategy. 

 

Delery and Doty (1996) in their study depicted that profit 

sharing, result-oriented appraisals, employment security, 

participation and internal career opportunities affect return on 

assets and return on equity in positive manner. Thus, it is clear 

that the HR Strategies affect the business outcomes. 

Wright and McMahan (1992) stated that in order to generate 

higher business outcomes, a high degree of fit must exist both 

between HR practices and organizational strategies. 

B. Relationship between HR Strategies and Business 

strategies 

Business strategy can be understood as an integrated and 

coordinated set of obligations and events developed to take 

advantage of core competencies and to increase competitive 

advantage (Liao, 2004). These strategies are designed to gain 

on the organizational resources (Dess et al., 1995), and to 

guide the future course of actions which are directed to 

achieve end results (Slevin and Covin, 1997). 

Researchers classified the business strategies in different 

forms. Following is the types of business strategies classified 

by different scholars: 

 Miles and Snow (1984) classified business strategies 

into: prospector, defender and analyser. 

 Porter (1985) classified strategies into: cost 

leadership, differentiation and focus strategy.  

 Schuler and Jackson (1987) classified strategies into: 

cost-reduction, innovation, and quality enhancement.  

Many scholars supported to develop a formal HR strategy 

statement which provides a link between business strategy and 

HR practices (Nininger, 1982; Rothwell and Kazanas, 1989; 

and Storey, 1994). 

Schuler and Jackson (1987) also pointed out that an 

organization has to systematically integrate the HR Strategy 

with the business operation strategy to effectively enhance its 

competitiveness and management benefit. 

Koys (2000) concluded that the HR Strategies and business 

strategies are linked together. He further elaborated that the 

most common elements on the formal HR Strategy statements 

are employee development and recruitment and staffing. His 

study found that formal business strategies are more common 

than formal HR strategies. He reported that the companies are 

less serious about developing formal HR Strategies as Eight-

eight (88) percent of the business strategies they received 

were informal documents while only 65 percent of the HR 

Strategies were formal documents.  

Sharma and Mehlawat (2011) conducted a study to identify 

the impact of HR Strategies and business strategies on the 

bank's performance in Indian banking sector. They concluded 

that those banks which have promoted the HR Strategies and 

Business Strategies in the field of Promotion, Training, 

Reward System, Productivity, Job Security and Placement 

performed better in comparison to the other banks which did 

not promoted. The results revelled that banks such as Panjab 

National Bank and HDFC Bank have also improved their 

performance. In contrast Bank of Rajasthan Ltd. has not 

adopted any HR and Business strategies properly so the 

performance of this bank was not as per the required 

standards. 
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Huang (2001) contented that an effective linkage among 

business strategy, HR Strategy and reward systems enhances 

organizational performance and create competitive advantage. 

Latter on Hsieh and Chen (2011) suggested that reward 

systems is an important part of an organization‟s HR Strategy. 

He attempted to build a reward system that ideally suited to 

HR Strategy and competitive strategy. Based on the individual 

characteristics of competitive strategy designed by Porter viz; 

differentiation, overall cost leadership, and focus. They 

designed corresponding HR Strategies viz; innovation-

oriented HR Strategy, contribution-oriented HR Strategy, and 

commitment-oriented HR Strategy. The results revelled that 

when an organization selects the overall cost leadership 

business strategy, it adopts a contribution-oriented HR 

Strategy.  

From the above literature it is clear that many studies hold this 

fact true and rational; that HR Strategies and business 

strategies are linked together. Martell and Carroll (1995) 

examined 115 business units and came up with the results that 

half of them linked business strategy with HR strategy.  

C. Relationship between HR Strategies and Core 

competencies 

Core competencies are the integration of capabilities and 

accumulative knowledge such as techniques, management, 

and so on that are significant for companies to gain their 

competitive advantages. The industries with core 

competencies can create or offer services or products with 

lower capital and more different features than their 

competitors. Core competencies are not physical assets, so 

their characteristics are irreplaceable, peculiar, and hard to 

copy. In addition, core competencies can also strengthen 

customer‟s core value, create differences from competitors, 

and build up the capacity to enter new markets (Quinn et al., 

1990; Li and Huang, 2007). 

Lin, Lee, and Tai (2012) explored the influence of a 

corporation‟s HR Strategies on its core competencies using 

the scales of HR Strategies and core competencies as research 

tool. The study objects were the supervisors of the department 

of human resource of the core component manufacturers in 

Taiwan. The results revelled that the HR Strategies have 

significant and positive influences on the market access 

competencies, integrity-related competencies, and 

functionality-related competencies of core competencies. 

Moreover, the study results also indicated that the moderating 

effects of the organization‟s age on the relationship between 

HR Strategies and core competencies and the moderating 

effects of the organization‟s size on the relationship between 

HR Strategies and core competencies were significant. 

D. Relationship between HR Strategies and HR outsourcing 

Outsourcing is defined as the transfer to an outside provider of 

a function previously performed internally (Finlay & King, 

1999; Lepak et al. 2005). 

 

Elmuti (2003) concluded that outsourcing, as a strategy, 

results in better deployment of business activities, however 

limited empirical investigations have been reported on HR 

outsourcing (Lilly, Gray & Virick 2005; Bolat & Yilmaz 

2009). 

HR departments are getting more strategic in approach in the 

organisations (Ulrich 1996; Woodall, Scott-Jackson, Newham 

& Gurney 2009). Hence the focus of HR managers is not on 

monitoring and updating policies and programs of 

recruitment, training, performance appraisal and 

compensation etc. But, HR managers are expected to be more 

flexible, efficient, and contribute strategically to the 

organisations. Therefore, many HR managers started engaging 

with outsourcing to meet these objectives (Lepak, Bartol & 

Erhardt 2005). 

Lepak et al. (2005) concluded that organisations should 

outsource peripheral functions and internally perform those 

functions that central to their competitiveness. By outsourcing 

peripheral functions, organisations are able to concentrate on 

core functions that help differentiate them from the 

competition (Delmotte & Sels 2008). 

Halim and CheHa (2010) observed the extent to which 

different types of HR Strategy influenced HR outsourcing. 

The research was specific to the manufacturing organizations. 

They mounted six types of HR Strategy namely: Expansion 

HR Strategy, Quality Conscious HR Strategy, Cost 

minimization HR Strategy, Commitment HR Strategy, 

Employee development HR Strategy, and Conventional HR 

strategy.  

Halim and CheHa (2010) examined the extent to which 

different types of HR strategy influence HR outsourcing. The 

findings suggested that organisations rely on outsourcing of 

training, recruitment, payroll and HRIS functions when they 

espouse expansion HR strategy. Quality conscious HR 

Strategies were significantly related to the outsourcing of 

payroll and HRIS functions. In addition, cost efficiency HR 

Strategy was significantly related to outsourcing of 

recruitment but in opposite direction. Commitment HR 

Strategy was significantly related to the outsourcing of 

training and payroll functions while conventional HR Strategy 

was associated only to outsourcing of training functions. 

However, employee development HR Strategy was not related 

to any outsourcing activities. 

They further interpreted the results that organisations 

outsource only small portions of these functions when they 

pursue cost efficiency HR Strategy. In this case the 

organisations anticipate that the external vendors could not 

provide suitable candidates for the organisations since they do 

not understand well the culture of the organisations. Besides, 

organisations should foresee the danger of losing internal 

experts by engaging with outsourcing and thus, it is crucial for 

them to maintain at least a minimal level of in-house 

recruitment expertise as protection. Conventional HR Strategy 

was found to be negatively related to outsourcing training HR 
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functions. This reflects that the traditional organisations do 

not value and appreciate the contribution of the employees 

and consider outsourcing strategy is inappropriate for their 

organisations. Thus, the results showed that these types of 

organisations were unlikely to rely heavily on outsourcing 

strategy.  

E. Relationship between HR Strategies and Knowledge 

management 

Bordeianu and Buta (2015) contented that HR Strategies in 

organizations should include a separate subcomponent, which 

is Knowledge Management Strategy. They believed that the 

principles or the strategies implemented yesterday by 

organizations might prove their inefficiency today hence 

should be modified (Drucker, 2004). This is because the 

competitive advantage obtained/maintained by the company 

depends today, overwhelmingly by the type, quality and the 

value of the knowledge that the organization possess. 

They suggested that effective Knowledge Management 

strategy should be a balanced focus on people, process and 

technology which features at the core of the firm‟s strategy. 

Certainly, implementing any strategy requires, first, a strong 

commitment of senior managers in this process, as they 

trigger the whole mechanism of change. Since that reshaping 

organizational culture means changes at the level of each 

employee, these depend heavily on the commitment and 

demonstrated competence of the managers who lead them 

directly. Active participation of top management levels is 

necessary for successful change, and learning organizations 

and creating the right environment for learning and 

knowledge transfer cannot be built only from the training 

department / training. 

According to Bordeianu and Buta (2015) a culture that 

encourages change is an essential feature of organizational 

learning. The new organizational culture based on knowledge 

is an essential component of knowledge supportive 

environment to which contributes all the components of the 

organization management and which ultimately condition 

sustainability and performance decisively. HRM has to be the 

catalyst for culture change– connecting the traditional to the 

new methods, to leverage the collective knowledge in an 

atmosphere of “openness” with a competitive advantage. 

Thus, the HRM role can shift into a new value delivery model 

and can be seen as a more value added, becoming a strategic 

resource. 

F. Relationship between HR Strategies and Unionization 

Godard and Delaney (2000) proposed a new paradigm in 

Industrial Relations. They stated that the changing pattern of 

traditional, adversarial unionism toward innovative High 

Performance Work Practices or HR Strategies. They 

concluded that the development of new paradigm in the 

workplace has had a negative impact on unionization. 

Researchers (Eaton and Voos, 1992; Keefe, 1992) have 

provided evidence documenting that some unions have made 

positive contributions to technological change and economic 

performance in the American context. Chen (2007) found a 

positive and statistically significant effect of HPWPs on 

unionization. 

Colvin (1999) investigated factors influencing the adoption of 

dispute resolution procedures in the non-union workplace. 

The results suggested that both institutional pressures and HR 

Strategies are factors driving the adoption of non-union 

procedures. Results also supported for a link between the use 

of high performance work systems (HPWPs) or HR Strategies 

and the adoption of non-union dispute resolution procedures. 

Hence, it can be concluded that implementation of HR 

Strategies reduces the unionization rate at the workplace or 

firms with lower unionization rate are more likely to 

implement High Performance Work Practices or HR strategies 

due to less resistance from trade unions. Although none of the 

study in this relation is found in Indian context. 

VI. CONCLUSION 

The inevitable change in the environment, everywhere 

regardless of country, culture and corporation is influencing 

the organizations. This challenge can be managed well with 

the help of HR Strategies framed as per the organizational 

goals. That means a tailor made HR Strategies for every 

organization is must to cope up with the existing changes. The 

literature review reflected that HR Strategy has relationship 

with each and every function of the organization thus it is 

must to be taken better care off. It is recommended that the 

other functions like; business outcomes, business strategies, 

outsourcing, core competencies, knowledge management, 

unionization, etc. should match the existing HR Strategies or 

new HR Strategies should be framed to manage the varies 

functions and cope up with the existing or new change. 
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