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ABSTRACT :

This research worker examines the effect of Strategic Human Resource Management (SHRM) on performance. It examines the part played by HR practice as HR
practice as HR practice as HR practice. In a systematic review of literature, this research identifies the most important human resource strategies that correspond to
organizational goals and increase labor productivity. The task also provides an ideological structure to use effective SHRM.
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1. Introduction :

Human Resource Management (HRM) is a key driver of an organization's human capital and maintaining performance over time. Strategic Human
Resource Management (SHRM) combines HR policies with business strategies to increase employee productivity and organizational competitiveness
(Wright & McMahan, 2020). The purpose of this paper is to discuss the literature on SHRM and its influence on employee performance.

2. Literature Review :
2.1 Strategic Human Resource Management Concept

SHRM entails an active strategy in HR practices to ensure alignment with organizational objectives. It focuses on talent acquisition, training, performance
management, and compensation strategies to maximize workforce effectiveness (Boxall & Purcell, 2021).

2.2 Employee Performance Impact of SHRM
HR practices like training and development, performance appraisal, and motivation policies highly impact the productivity of employees (Becker &

Huselid, 2022). Key SHRM practices and their influence on performance are given in Table 1.
Table 1: HR Practices and Their Impact on Employee Performance

HR Practice Impact on Employee Performance

Recruitment & Selection Enhances talent acquisition and role fit
Training & Development Improves skills and job efficiency
Performance Appraisal Encourages motivation and goal alignment
Compensation & Rewards Boosts job satisfaction and retention
Employee Engagement Strengthens commitment and reduces turnover
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Fig.1: HRM Framework Diagram
Explanation of the HRM Framework Diagram

The diagram gives a visual description of how Human Resource Management (HRM) practices affect the performance of employees via different
intermediary processes. Below is a clear description of each section:
1. HRM as a System of Practices
e  HRM has been portrayed as an organized set of practices comprising different HR strategies like:
. Recruitment & Selection — Ensures the acquisition of the right talent.
e  Training & Development — Develops skills and improves job effectiveness.
e  Performance Appraisal — Links employee goals to organizational goals.
. Compensation & Rewards — Encourages employees and increases job satisfaction.
e  These HRM practices are the building blocks for workforce management and stimulate employee engagement.
2. Implementation of HRM Practices and Common Interpretations
e  Successful application of HR practices hinges on policy dissemination and shared meanings within the firm.
e  Mutual understanding by workers gives an accepted definition to HR plans and programs, with this understanding shared as they pursue
objectives.
e  Having an orderly human resource management system means there will be consistency, equality, and clarity in employment.
3. Impact on Worker Attitudes and Behaviors
HRM itself affects workers' psychological and behavior facets as it has influence over:
e Trust— Employees build trust in the organization due to equitable HR policies.
. Effort — Employees who are motivated invest greater effort into their work.
. Commitment — Employees are more committed when HR practices facilitate their development.
e Justice Perception — Equitable and transparent HR policies bring a perception of workplace justice.
4. Employee Performance Outcomes
Due to effective HRM practices and favourable employee attitudes, performance outcomes are enhanced in the following manner:
Behaviors — Workers demonstrate greater productivity and motivation.

o Satisfaction — Job satisfaction is higher, which results in improved retention rates.
o  Stress Levels — Effective HR practices minimize workplace stress.
o  Psychological Contract — An effective psychological contract (employer-employee mutual expectations) strengthens long-term organizational

commitment.
3. Theoretical Framework A number of theories form the basis of SHRM, such as:
e  Resource-Based View (RBV): Organizations derive competitive advantage from distinctive HR capabilities (Barney, 2021).
. Human Capital Theory: Investment in employees leads to higher productivity (Becker, 2022).
. Expectancy Theory: Employees perform better when they expect rewards (Vroom, 2020).

4. Methodology This study employs a systematic review of peer-reviewed journals indexed in Scopus and Web of Science. A total of 15 studies were
analysed, covering HR practices, performance metrics, and organizational effectiveness.

5. Findings and Discussion:

The results show that SHRM has a positive effect on employee performance by means of formal HR practices. Companies with effective HR plans have
higher levels of employee engagement, reduced turnover, and superior financial performance (Pfeffer, 2021). Companies that prioritize ongoing learning
and development also show superior innovation and adaptability (Garavan et al., 2022).
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6. Conclusion and Recommendations:
Strategic Human Resource Management is vital for organizational achievement. Organizations ought to focus on HR alignment with business goals,
invest in the development of employees, and institute strong performance management systems. Future studies should examine the effect of SHRM in

various cultural and industry settings
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