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Abstract 

A culture of open communication and trust within an organisation is essential for connecting 

business strategy to HRM. This paper focus on higher levels of trust and respect are 

developed between employees and the management team when employees are invited to 

participate in various parts of the business plan. The causal relationship between HR 

strategy and business strategy is demonstrated by the HR professionals through the linkages, 

both horizontal linkage and vertical linkage. Financial performance in terms of profitability 

on the strength of the mean score responses of top management including line mangers and 

HR professionals 

  

Key Words – HR Strategy, HR policy, Business strategy linkage 

Introduction 

Learning organizations called effective organizations are increasingly realizing that, of 

the various factors that contribute to organizational performance, the human element is 

clearly the most critical1. Regardless of the size or nature of a firm, the activities it 

undertakes, and the environment in which it operates including its success is determined 

by the decision of its employees and makes the behaviours in which they engage. 

The discipline that concentrates on the management of people in organizations has 

witnessed a great amount of change over the past decade. There is a transformation of 

people management from being the field of personnel management to being the field of 

human resource management in the first place. In the second place, there is the 

transformation from being the field of human resource management to being the field of 

strategic human resource management. Strategic view of human resource management 

considers employees as human assets and developing appropriate polices as investments 

in these people assets to increase their value to the organizations and the market place. 
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The asset characterization of employees has important implications for the strategic 

human resource management because that asset has something of value and worth 

the human resource policies and practices of the firms substantially influence human 

behavior and that their impact would produce positive result only if they influence 

human behavior in the firms. To influence human behavior in strategic human 

resource management, integration of HR policies and practices is important in as 

much as they influence human behavior and consequently produce positive results. 

Towards this end the firm requires needed insights and knowledge about several 

human resource policies and practices and their impact on human behavior atwork. 

 

Objectives 

1. To evaluate the impact of hr strategy linkage with business strategy on the 

organizational effectiveness of samplecompanies. 

Review of Literature 

Deborah Blackman, Janine O'Flynn, and D.P. Mishra (2010) in their research 

paper examined the role of strategic human resource management (SHRM) in the 

development of “gross national happiness” (GNH) in Bhutan. The paper inquired 

what is strategic capacity building and its importance for developing nations. It then 

considered the story of Bhutan where the idea of GNH forms the development 

philosophy and approach to attaining the long-term visions and goals for the 

country. A link between SHRM and the achievement of Bhutan's 2020 vision is 

identified as, if Bhutan is to achieve its national capacity, it must identify the 

capabilities that it needs and then the strategies to support suchdevelopments. 

 

Patrick Wright et., al., (2009) in their empirical research paper reveals that the 

human resource function has consistently faced a battle in justifying its position in 

organizations. In times of property, firms easily justify expenditures on training, 

staffing, reward, and employee involvement systems, but such HR systems fall prey 

to the earliest cutbacks during crisis/ recession. They, however say that the resource 

based view has proven to be integral to the conceptual and theoretical development 

of the HRMliterature. 
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Dan-Shang Wang and Chi-LihShyu (2008) in their research they examined the fit 

between the strategy of business and human resource management affecting HRM 

effectiveness and organizational performance. Further, they aimed to find whether a 

better fit between firms‟ strategy and HRM strategy would strengthen HRM 

effectiveness and organizational performance. The main findings, surveying 

Taiwanese top 100 manufacturing companies, reveal that the strategic fit between a 

firm‟ s business and HRM strategy has a positive and direct impact on HRM 

effectiveness and labor productivity. 

 

Hsi-An Shih and Yun- Hwa Chiang (2005) in their paper sought to examine the 

relationship between corporate strategy, human resources management strategy, and 

knowledge management strategy, as well as their interactive influence on 

knowledge management effectiveness. They took the sample size of 147 Taiwanese 

large companies in banking, services, and manufacturing industries. This study 

finds that fit between KM strategy and both corporate as well as HRM strategy are 

significantly related to better KM effectiveness in terms of process outcome, 

learning capacity, and organizational outcomes. 

 

Chang and Huang (2005) point out that numerous researchers have debated 

whether SHRM has been transformed into two competing normative schools; the 

universalistic and the contingent. Universalistic scholars have argued that many HR 

practices are consistently better than comparative practices. They claim that all 

organizations, regardless of size, industry, or business strategy, should adopt this so- 

called “best practices school” approach (Arthur, 1994; Delery and Doty, 1996). 

 

Wan-Jing April Chang and Tung Chun Huang (2005) in their research paper 

investigated the moderating effect of product market strategy (PMS), one of the 

contextual factors, on the relationship between SHRM and firm performance. They 

took the sample size of 235 Taiwanese firms. The results failed to support the 

“universalistic” SHRM perspective. Only the interaction between an innovative 

PMS and SHRM exerted a significant effect on firm performance, which supports 

the argument of the “contingency” perspective. 
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Bruce C. Skaggs and Mark Youndt (2003) in their paper employed a customer 

interaction approach to examine how service organizations strategic positioning 

relates to their human capital, and how the interaction between strategic positioning 

and human capital impacts organizational performance. Results from 234 service 

organizations of 96 different industries indicate very strong relationship between 

strategic positioning choices and human capital. The authors also find that certain 

combinations of strategic positioning and human capital result in superior 

performance. 

 

Naresh Khatri, and Pawan S. Budhwar, (2002) in their research paper in 

Personnel Review, found that top management enlightenment and level of HR 

competencies together determine the role and status of the HR function in 

organizations, and that the companies studied pursue four types of HR strategies: 

informal and not communicated; informal and communicated; formal but not 

communicated; and formal and communicated. They took the sample size of 35 

managers (CEOs, line managers, and HR managers) of nine companies from two 

major industries in the manufacturing sector – electronic products and 

machinery/equipment. HR strategy was found to affect both vertical and horizontal 

fits of the HR function. Culture, HR strategy and HR competencies influenced 

organizational propensity to outsource HRactivities. 

 

Brain E. Becker and Mark A. Huselid (2001) in their paper they identify the key 

challenges facing strategic human resource management and discussed several new 

directions in both the scholarship and practice of SHRM. They focused on the 

concept of the “black box” between HR and firm performance emphasizing the 

integration of strategy implementation as the central mediating variable in this 

relationship. There are direct implications for the nature of fit and contingencies in 

SHRM. They also highlight the significance of a differentiated HR architecture not 

just across firms but also withinfirms. 

Naresh Khatri (1999) in his article he considers human factor to most crucial in 

imparting organizational flexibility that enable the organization that to face the 

onslaught of hyper-competition, and to make it to be more responsive and flexible. 
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It identifies five important issues in strategic HRM, in the context of Singapore, 

which would help scholars and practitioners develop better theoretical frameworks. 

It proposes that the link between HR and strategy depends on the type of strategy 

pursued by the organization: organizational culture and the competencies of HR 

managers influence the status of HR and its integration with the rest of the 

organization: HR strategy or lack of it affects the HR function‟s vertical and 

horizontal fits: these factors do influence the outsourcing of HR activities. 

Jane Frances Maley (2011) in his research work examined the impact of various 

human resource management strategies on the performance of the managers of 

international subsidiaries, who have been termed impetrate managers. The study 

shows that the type of human resource strategy used by a multinational corporation 

may have a significant impact on the purpose and acceptability of the entire 

performance managementprocess. 

 

Nieh and Hai-ming (2008) in their research work they contend that MNCs face 

challenges in developing complex strategic and organizational capabilities to meet 

their global efficiency and local responsiveness needs. The planning and executing 

the competitive strategies have significant impact to MNCs and they must be 

sustainable and adoptable. Human resources (HR) in MNCs have been playing an 

increasingly important role to improve organizational capabilities. 

Carol Gill, and Denny Meyer (2011) in their research work attempt to provide 

more empirical research on identity theory by exploring the role and impact of 

human resource management (HRM) policy, and the gap between HRM policy and 

practice, on organizations and their employees. It looks at the soft HRM policy role 

playing an obscuring hard practice and considers the impact of unions and HRM 

role on policy. They took the sample size of senior members from 189 large 

Australian organizations. The research found a gap between policy and practice 

which has a negative impact on outcomes. Strategic HRM (SHRM) positively 

impacts on the implementation of soft practices reducing the gap between policy 

and practice. Unions did not improve outcomes by minimizing the gap between 

policy andpractice. 
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Ajit Kumar Nigam and others (2011) explored whether the three main approaches 

in the area of SHRM - universalistic, contingency and configurational approaches 

hold true in Indian setting. Data were collected from 25 organizations, pertaining to 

measure of business strategy (N=98) and measures of SHRM (N=750). Results 

indicated that (1) there is positive relationship between SHRM and effectiveness, 

(2) business strategy has an impact on the relationship between SHRM and 

effectiveness, and (3) universalistic theory of SHRM does not work in Indian 

service sector. And it also revealed that transport and IT enabled industries require 

more of Strategic HR Capability while finance requires more of Technical HR 

Capability. The study suggests that the SHRM policies need to be dynamic and 

contingent on the business strategy to attain maximum impact oneffectiveness. 

 

Caroline Reidy (2020)analysed that The world of human resources is becoming 

more and more exciting, as well as frequently complex. Within an organisation, the 

amount of time and resources dedicated to the HR function varies greatly. The 

relationship between a company's human resource management practises and its 

business strategy is explored in this article from a variety of angles. 

 

Research Gap 

Among HR practitioners, the term strategic human resource management is used 

broadly to signal the view that human resource management activities should 

contribute to business effectiveness. This linkage between HRM activities, the 

needs of the business, and organizational effectiveness is the core of the area called 

strategic human resource management. Two guiding assumptions of strategic 

human resource management are that  

(1) Effective human resource management requires an understanding of and 

integration with an organization‟s strategic objectives and  

(2) Effective human resource management leads to improved organizational 

performance. When HR policies and practices are aligned with an organization‟s 

strategic objectives, the system can be described as “vertically integrated”. 
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The key defining aspect of strategic human resource management is not a change in 

the activities included under the HRM umbrella, rather, the essential shift toward 

the use of measures of organizational effectiveness as a primary criterion for 

judging HR effectiveness. Vertical integration understands the organization and its 

context. Horizontal integration is creating coherent HRM systems, demonstrating 

effectiveness is showing how HRM systems influence organizational performance 

and partnership is HR professionals working co-operatively with line managers as 

well as with non- managementemployees. 

Research on the contribution of human resources and HRM practices  

to organizational effectiveness has addressed a wide array of questions- 

 What is the effect of HR practices on the development of a firm‟shuman 

resources? 

 Which HR practices lead to greater organizationalperformance? 

 To what degree does that depend on firmstrategy? 

 How does a firm ensure that its HR practices fit with itsstrategy? 

 

 

 

 

Statement of the Problem 

In recent years, human resource management has been integrated with the process 

of strategic management through the development of a distinct philosophy, 

discipline and sphere called strategic human resource management (1992). Linking 

HRM to organizational strategy was accentuated with the rise of resource based 

view of the firm currently. The growing interest produced in strategic human 

resource management is because of the idea that human resources should be 

considered as a strategic factor, not only for the role it plays in putting managerial 

strategy into effect, but also for the potentialities it has for creation of sustainable 

competitive advantage. Therefore, there is a growing consensus about the idea that 

human resource management strategy operated appropriately could increase 

operational performance significantly. 
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The impact of human resource management strategy and practices on organizational 

performance is an important topic in the field of human resource management.  

Human resource management practices can help to create a source of sustained 

competitive advantage especially when they are aligned with organizations 

competitive strategy. While organizational human resource strategy is properly 

configured, it will provide a direct and economically significant contribution to 

organizationperformance. 

 

Research issues 

 How HR architecture is critical for developing and maintains Human capital 

to achieve firm‟sperformance? 

 Is it not a mere linkage between HR strategy and business strategy? Does 

the quality of integrationmatters? 

 How does the HR policies, practices and programs designed and delivered 

provide optimal support to line management in formulating and 

implementing the business strategy and peoplestrategy? 

Scope and Limitations of the Study 

The scope of the study encompasses strategic human resource management, 

business strategy, linking HR strategy with business strategy, HR policies, HR 

practices, HR programmes, HR as a success factor, HR as a strategic factor, HR as a 

source for attaining sustainable competitive advantage, SHRM environment, HR 

architecture, HR system organizational capabilities, people capabilities, people 

strategy, human behavior, SHRM normative models, empirical model, and 

theoretical models, traditional HRM Vs. Strategic HRM, barrier to strategic human 

resource management and soon. 

 

Hypothesis 

 H0: There is no relationship between people-oriented role of HR and 

employee performance 

 H0: There is no relationship between linkage of HR architecture 

withbusiness strategy and financial and employeeperformance 
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Methodology 

 

The research programme identified independent and dependent variables such as 

HR strategy, business strategy, corporate strategy, strategic human resource 

management, HR as strategic partner, change agent, employees champion, HR 

architecture, line management. 

Across the countries in the globe, the 60 Fortune 1000 companies operate in multi- 

cultural, multi-economic system, multi-political environment, multi-legal 

environment, and multi-technological environment. The concept Strategic HRM 

therefore, gained currency to achieve strategic objectives of subsidiaries located in 

different parts of the world say for example Wal-Mart Stores Inc, Exxon Mobil, 

General Electric Company, Bank of America, AT & T Corporation, FordMotor 

Company, JP Morgan Chase & Co., Hewlett-Packard Company, Citigroup 

Incorporated, General Motors Company. The facts and information relating to 

sample companies SHRM programmes are analyzed in this paper. 

 

Sampling 

 

i. SamplingFrame 

All renowned Fortune-1000 Companies operating in India. 

ii. SamplingMethod 

There are three categories of respondents under the study. They are top and line 

management authorities, HR professionals, and employees. The sampling method 

used for selecting top and line management respondents is non-random judgmental 

sampling, this was because to investigate and analyze the five objectives of the 

research programme concerning the linkage of HR strategy with business strategy 

on organizational effectiveness, top management authorities at the helm of affairs 

must necessarily be consulted. Hence, the study resorted to the non-probability 

judgmental samplingmethod. 

iii. Samplesize 

Based on the sampling frame confining to the territory of India in regard to Fortune 
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1000 companies operating therein, 60 firms under various manufacturing and 

service industries category have been drawn. In order to arrive at the greater 

empirical data  on the topic strategic human resource management, and for 

inferential analysis, a large sample size of 60 was considered. The characteristics of 

the sample necessarily reflect the characteristics of the samplingframe. 

 

Composition of Sample Size 

 

Sl 

No 

 

Category of Respondents 

 

Size 

11 
Top Management and Line Managers 

(1x60) 60 

2 
HR Professionals 

(1x60) 60 

3 
Employees 

(60x60) 360 

Total 480 

 

 

 

Data Collection 

1. Primary Survey 

For the purpose of primary data collection, the study relied on well-structured 

questionnaire, schedule, personal interviews, and e-mail survey technique called 

Kwik-survey. 

 

2. Secondary Survey 

The secondary data on the topic have been collected from globally renowned HRM 

text books, empirical research papers, sample firm HR manual, annual reports, 

internet information, published theses, dissertations, internationally acclaimed HR 

journals, Magazines, and New bulletins, Newspapers, micro-films on thetopic. 

Results Analysis 

To Evaluate the Impact of HR strategy Linkage with Business on the 

Organizational Effectiveness of Sample Companies 
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Dependent Variables 

Employees (N=360) Mean 

Score OS 
/ 
TF
E 

VG 
/ 
TG
E 

G / 
TM
E 

P/ 
TL
E 

VP 
/ 
NT
L 

Financial Performance 

Profitability 
N 114 102 60 54 30 3.60 

% 32 28 17 15 08 

Productivity N 126 90 60 60 24 3.65 

% 35 25 17 17 07 

Share holder value creation N 96 120 60 54 30 3.55 

% 27 33 17 15 08 

Economic value added N 132 96 60 42 30 3.72 

% 36 27 17 12 08 

 

Customer Performance 

Customer focus 

N 102 114 60 60 24 3.58 

% 28 31 17 17 07 

Customer satisfaction N 96 120 60 54 30 3.55 

% 27 33 17 15 08 

Employee Performance 

Employee Satisfaction 
N 108 108 60 54 30 3.58 

% 30 30 17 15 08 

Employee Morale N 120 72 84 54 30 3.55 

% 33 21 23 15 08 

Better Industrial Relations N 114 102 60 60 24 3.61 

% 32 28 17 17 06 

Social Performance 

Corporate Social Responsibility 

N 126 90 60 60 24 3.64 

% 35 25 17 17 06 

Corporate Governanceand 

Compliance 

N 120 96 60 54 30 3.61 

% 33 27 17 15 08 

Environment, Health and Safety N 120 90 60 60 24 3.65 

% 35 25 17 17 06 

Employer of Choice N 126 96 54 60 30 3.67 

% 35 27 15 17 06 
(Source: Primary Data) 
(Key: OS=Outstanding, VG=Very Good, G=Good, P=Poor, 

VP=Very Poor) (Key: TFE=To Full Extent, TGE=To a Good 

Extent, TME=To a ModerateExtent, 

TLE=To a Little Extent, NTL=Not at All) 

 

Analysis 

 

The entire strategic human resource management concept revolves around two 

linkages, they are horizontal and vertical. The horizontal linkage or alignment 

produces HR competencies. Vertical alignment results in organizational 

competencies leading to the goal achievements. Under the study, it was found 
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that the HR strategy linkage with organizational strategy produced to a great 

extent for the sample 60 Fortune 1000 companies the business results. The 

firms‟ results are in the form of profitability, productivity, shareholder value 

creation and economic value added. The mean scores for these variables ranged 

from 3.55 to 3.72 for 360 employeeresponses. 

 

Customer performance is also the outcome of HR strategy integration with 

business strategy. The role played by HR professionals along with line 

managers in the organizations produced shared views in understanding 

customers‟ tastes and preferences. A thorough understanding of the customers 

enabled the pioneering sample companies to satisfy the needs of the customers. 

The employees were also happy that their organizations are producing quality 

goods and rendering quality 

 

Hypothesis Testing Results 

 

H0: There is no relationship between people-oriented role of HR and 

employee performance 

 

In the competitive business world, the role of HR in many companies especially 

in Fortune 1000 companies as shifted from staff function to line function. The 

HR professionals should play a prominent and proactive role to get the desired 

human behavior at work. To seek the desired human behavior at work which is 

the corner stone of the success of strategic human resource management require 

on the part of HR professionals to play pragmatic, positive and proactive role. 

The HR professionals must involve people and get employees‟ willing 

participation, commitment, and engagement and therefore, the HR professional 

is called as „employeechampion‟. 

 

Change is the order of the day organizational change calls for greater 

transformation of the people, it is the onus of the HR professionals in the 

Fortune 1000 companies for organizational development through HR 

interventions therefore, HR professionals are called change agent. It can be 
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understood that an effective people-oriented role of HR will bring about 

employee competencies leading to greater firm performance. The independent 

variable in the hypothesis-3 is people-oriented role of HR and the dependent 

variable is employeeperformance. 

 

Before analyzing causal relationship between these two sets of variables, the 

Cronbach‟s alpha values tests on the reliability of scale was conducted for all 

the three categories of respondents under the study. The responses are morefully 

depicted at tables 6.9 and 6.10 respectively of the independent variable and the 

dependent variable. 

Cronbach‟s Alpha Values for People-Oriented Role of HR as 

per Top and Line Managers, HR professionals and 

Employees 

 

Independent Variable Respondents Cronbach’s Alpha Values 

People-Oriented Role of 

HR (5 items) 

Top and Line Managers 0.786 

HR Professionals 0.799 

Employees 0.781 

Cronbach‟s Alpha Values for Employee Performance under SHRM as 

per Top and Line Managers, HR professionals and Employees 

 

Dependent Variable Respondents Cronbach’s Alpha Values 

Employee Performance 

(3 items) 

Top and Line Managers 0.821 

HR Professionals 0.863 

Employees 0.747 

From the above tables, it is clear that, the Cronbach‟s alpha values are above the 

acceptance level of 0.7. It indicates that the items arrangement under 

independent variable group and dependent variable group on the Likert‟s five 

point scale are consistent and reliable. 

 

The regression coefficients and R-square values for the people-oriented role of HR and 

employee performance under the study are given in the table. 

Regression Coefficients and R-Square Values as per Top and Line, HR professionals and 

Employees 



 

Asia Pacific Journal of Research in Business Management 

Vol. 9, Issue 12,  December 2018  Impact Factor: 5.16,ISSN: (2229-4104) 
www.skirec.org Email Id: skirec.org@gmail.com 

 

 
      

 
Page 147 

 

Causal Relationship 
 

Respondents 

Values 

Regression 

Coefficients 

 

R2 

Between People-Oriented 

Role of HR(IV) 

and Employee 

Performance (DV) 

Top and Line Managers 0.016 0.741 

HR Professionals 0.037 0.0847 

Employees 0.003 0.655 

The regression coefficient values at 5% level of significance are below the limit of 

0.05 level for all the three categories of respondents. It indicates the high significance 

and impact of independent variable on the dependent variable. Going further, the R- 

Square values percentage of HR professionals is 84.7% and that of top management and 

employee respondent category are 74.1% and 65.5% respectively. These percentages 

indicate the high level of impact of people-oriented role of HR on employee 

performance. The employees are obtaining the desired level of contentment, morale and 

employer and employee relationship. Under such circumstances the null hypothesis (H0) 

that there is no relationship between people- oriented role of HR and employee 

performance came to be rejected. In the alternative, an alternative hypothesis (H1) that 

is, there exists a positive and a significant relationship between people-oriented role of 

HR and employee performance was emerged out of thestudy. 

 

To leverage the said alternative hypothesis, another significant inferential statistical tool 

called Canonical correlation was employed. The results are compiled and shown at table 

Table-6.12 

Canonical Correlation Values as per 

Top and Line Managers, HR professionals and Employees 

 

 

Causal Relationship 

 

Respondents 

Canonical Factor 

Loadings 

IV DV 

Between People-Oriented 

Role of HR(IV) 

and 

Employee Performance 
(DV) 

Top and Line Managers 0.166 0.699 

HR Professionals 0.238 0.701 

Employees 0.503 0.709 

(Source: Tables :5.19, 5.20, 5.39, 5.40, 5.59, 5.60) 
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As has been indicated earlier that, Canonical dependent factor loadings impact 

on the Canonical independent factor loadings are sizable and highly positive and 

significant. This reveals the fact that the employee champion and change agent 

role of HR professionals under the study brought about multiplicity of effect on 

the employee performance in the form of employee satisfaction, employee 

morale and better industrial relations. The better industrial relations indicate 

industrial harmony and peace. The employees are treated as strategic resource or 

strategic asset by the sample firms to produce competitive edge which acts as 

fulcrum for organizational success. 

Findings 

 The causal relationship between HR strategy and business strategy is 

demonstrated by the HR professionals through the linkages, both horizontal 

linkage and vertical linkage. The HR outcome leading to firm‟sperformance is 

established causally by the sample firms. The employee performance is directly 

linked to customer satisfaction. Customer satisfaction is linked to firm‟s financial 

performance. There arises the credibility of HR departmentin their contribution to 

the organizationalperformance. 

 Financial performance in terms of profitability on the strength of the mean 

score responses of top management including line mangers and HR 

professionals. The mean scores for 60 each sample respondent under both 

categories are marked at 3.92 and 3.98 respectively. In similar fashion 

productivity scores are 3.80 and3.93. 

 The people result is reflected in financial result through shareholder value 

creation and economic value added. These are the two financial measures linked 

to high performance worksystem. 

 The mean score for dependent variables under the study that is, shareholder 

value creation is 3.77 for top management and 3.90 for HR professional 

responses. The economic value-added means scores are 3.88 and 4.00 

respectively of top management and HR professionalresponses. 

 The firms‟ results are in the form of profitability, productivity, shareholder 

value creation and economic value added. The mean scores for these variables 
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ranged from 3.55 to 3.72 for 360 employeeresponses. 

 The output has the capacity to satisfy or delight the customers. Satisfied 

customers will go for repeated purchases or exhibit their loyalty towards the 

product or service or company. This, obviously and directly linked to 

financialperformance. 

 A thorough understanding of the customers enabled the pioneering sample 

companies to satisfy the needs of the customers. The employees were also happy 

that their organizations are producing quality goods and rendering quality 

services to their respective company customers. The employees‟ responses 

resulted in mean score values of 3.55 and 3.58 for the variables customer focus 

and customer satisfaction under customer performance dependent variable group. 

 The 19 independent variables under the study influenced employee 

performance in the form of employee satisfaction, employee morale, and 

betterindustrialrelations.Themeanscorerangesfrom3.93aboveandupto 

4.02 under both the categories and that of employee respondents mean score 

ranged from 3.55 to 3.61 (see tables 4.20 and 4.40). 

 The fourth category of dependent variable is social performance. The 

variables included are corporate social responsibility, corporate governance and 

compliance, environment, health and safety, and employer of choice by the 

prospective employees. The mean score responses as that of top management 

including line managers ranged from 3.30 to 4.18 and correspondingly, it is 3.02 

to 4.07 for HR professional respondents.Theemployee respondents mean score 

values for social performance ranged from3.61 to 3.67 (see table 4.20 and 4.40). 

 The intense environmental factors change necessitated the Board and the 

line managers to re-think the role of HR in their companies. Equally, the HR 

professionals with strenuous effort and with the support of social networking with line 

managers catapulted themselves to the role of strategic. Their presence in the firms is 

justified because they are contributing to the financial, customer, employee and social 

performance as expressed by the employee sample respondents under thestudy. 

 The causal relationship between HR strategy and business strategy is 

demonstrated by HR professionals through horizontal and vertical linkages. The 

HR outcome leading to firm‟s performance is causally established by the sample 
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firms under thestudy. 

 The causal relationship between HR strategy with business strategy for 

organizational effectiveness indicates significant and positive relationship.  The 

overall average mean score and standard deviation for top and line management 

were 3.88 and 1.778. The results for HR professionals were 3.846 and 1.168 

respectively, and for employees the results of mean score and standard deviation 

were 3.608 and 1.129respectively. 

 There were significant cross-correlations between the dependent and 

independent variables. Organizational effectiveness was significantly correlated 

with the linkage of HR strategy with businessstrategy. 

 Factor analysis of Top and Line Management responses depicts the 

following factors, they are the environment of SHRM factor, the HR architecture 

dimensions factor, HR capital and SHRM factor and nature of SHRM factor 

(seetable-5.2). 

 As per the employee responses there are four factors identified and grouped. 

They are HR architecture and HR functions factor, the  external environmental of 

SHRM factor, nature of SHRM factor and people-oriented role of HR factor. 

(seetable-5.22)employee respondents mean score values for social performance 

ranged from3.61 to 3.67 (see table 4.20 and 4.40). 

 The intense environmental factors change necessitated the Board and the 

line managers to re-think the role of HR in their companies. Equally, the HR 

professionals with strenuous effort and with the support of social networking 

with line managers catapulted themselves to the role of strategic. Their presence 

in the firms is justified because they are contributing to the financial, customer, 

employee and social performance as expressed by the employee sample 

respondents under thestudy. 

 The causal relationship between HR strategy and business strategy is 

demonstrated by HR professionals through horizontal and vertical linkages. The 

HR outcome leading to firm‟s performance is causally established by the sample 

firms under thestudy. 

 The causal relationship between HR strategy with business strategy for 

organizational effectiveness indicates significant and positive relationship.  The 
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overall average mean score and standard deviation for top and line management 

were 3.88 and 1.778. The results for HR professionals were 3.846 and 1.168 

respectively, and for employees the results of mean score and standard deviation 

were 3.608 and 1.129respectively. 

 There were significant cross-correlations between the dependent and 

independent variables. Organizational effectiveness was significantly correlated 

with the linkage of HR strategy with businessstrategy. 

 Factor analysis of Top and Line Management responses depicts the 

following factors, they are the environment of SHRM factor, the HR architecture 

dimensions factor, HR capital and SHRM factor and nature of SHRM factor 

(seetable-5.2). 

 As per the employee responses there are four factors identified and grouped. 

They are HR architecture and HR functions factor, the external environmental of 

SHRM factor, nature of SHRM factor and people-oriented role of HR factor. 

(Seetable-5.22) 

 Linkage of HR architecture with business strategy impacted 

financial, customer and employee performance to a great extent and 

to some extent the social performance (see table6.26). 

 Vertical alignment in SHRM in the sample companies resulted in a 

high financial, customer and employee performance as per top and 

HR professionals and to a moderate extent the socialperformance. 

 Top and line management, HR professionals and employee 

respondents‟ regression coefficient values at 5% level of 

significance indicate that top management support led to a 

satisfactory financial and social performance of samplecompanies. 

 

 

Directions for the future Research 

 SHRM  Practices  in American, European   and  Japanese  MNCs  

– A ComparativeStudy 

 SHRM Strategies under Global Recession - An ImpactStudy 

 SHRM in SMEs of India –An ExploratoryStudy 
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 Dimensions of SHRM in Government Health Sector – A Case Study of 

Karnataka 
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