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Abstract: This paper aims to examine the impact of strategic HRM practices on organizational competitiveness by reviewing
recent empirical studies published between 2020 and 2026. The study focuses on key HRM practices such as recruitment and
selection, training and development, performance management, and employee engagement, and analyzes how these practices
contribute to competitive advantage. Findings from existing literature indicate that organizations adopting strategic HRM
practices experience improved productivity, enhanced employee commitment, and better adaptability to environmental changes.
Human capital development and employee commitment emerge as important factors that strengthen the relationship between
SHRM and competitiveness. The paper concludes that strategic alignment of HR practices is essential for organizations seeking
sustainable competitive advantage and provides practical implications for managers and policy makers.
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L. INTRODUCTION
In today's fast-paced business world, human resources have become a vital asset for maintaining a competitive edge, as physical and
financial resources are no longer sufficient on their own. Strategic Human Resource Management (SHRM) distinguishes itself from
traditional, administrative HR by positioning the department as a strategic partner that aligns its practices—such as recruitment,
continuous training, and engagement—directly with the organization's broader goals. While adopting these practices enhances
productivity, innovation, and operational efficiency across various global economies, many firms still struggle to effectively
integrate HR strategy with business objectives. Consequently, this paper explores how specific SHRM mechanisms, particularly
human capital development and employee commitment, strengthen a firm's ability to achieve a sustainable advantage over its
competitors.
1. PROBLEM STATEMENT

Many organizations still treat Human Resource Management as a mere administrative function, leading to a "siloed" approach
where recruitment and training aren't aligned with overarching business goals. This lack of strategic integration stifles
competitiveness and leaves companies vulnerable to high turnover and low productivity in volatile markets. To achieve long-term
sustainability, firms must transition to Strategic HRM, focusing on how human capital development and employee commitment act
as the specific engines that transform HR practices into a distinct, sustained competitive advantage.

1. RESEARCH OBJECTIVES
The primary objective of this research paper is to examine the impact of Strategic Human Resource Management practices on
organizational competitiveness based on a review of recent empirical studies.
The specific objectives of the study are:
1) To examine the relationship between strategic HRM practices and organizational performance outcomes.
2) To understand how employee commitment strengthens the impact of SHRM practices on competitive advantage.

V. LITERATURE REVIEW
The strategic human resource management (SHRM) literature consistently highlights its critical role in driving sustainable
organizational outcomes. Hamadamin and Atan (2019) demonstrate that SHRM practices contribute to sustainable competitive
advantage, with human capital development and employee commitment acting as key mediating mechanisms. Extending this
perspective to the public sector, Knies (2024) finds that strategically aligned HR systems significantly enhance organizational
performance and service effectiveness.
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From a theoretical standpoint, Apascaritei (2022) integrates SHRM with dynamic capabilities theory, arguing that SHRM fosters
adaptability, resilience, and employee well-being in rapidly changing environments. Similarly, Yamin et al. (2024) link SHRM with
artificial intelligence adoption, showing that the integration of Al-driven HR practices strengthens supply chain agility and
resilience, thereby expanding the strategic scope of HR in technologically advanced settings.

At the employee level, Hina, Siraj, and Yasmeen (2025) provide a comprehensive review demonstrating that SHRM practices
positively influence job satisfaction and organizational commitment. Complementing this evidence, Mwambela (2024) empirically
confirms that SHRM systems significantly improve organizational performance in profit-oriented firms within emerging economies.
Collectively, these studies reinforce the multidimensional impact of SHRM on competitive advantage, employee outcomes, agility,
and overall organizational effectiveness across diverse institutional contexts. Sunil, N. (2024), in the study titled “Exploring the
Influence of Employee Engagement on Organizational Performance,” examines the relationship between employee engagement and
overall organizational outcomes. The findings reveal that higher levels of engagement significantly enhance productivity,
commitment, and performance effectiveness. The study underscores the strategic role of HR in fostering engagement practices that
contribute to sustained organizational performance.

V. METHODOLOGY
This study utilizes secondary data sourced from peer-reviewed journal articles, scholarly books, industry reports, and credible online
databases, selected for their reliability and relevance to strategic HRM practices and their impact on organisational competitiveness.
The use of secondary data enables a broader analytical perspective by integrating diverse theoretical frameworks and empirical
findings across contexts. This approach enhances the robustness of the study by ensuring evidence-based insights, comparative
analysis, and a comprehensive understanding of the evolving role of strategic HRM in driving sustainable competitive advantage.

VI. FINDINGS
The review of literature published between 2020 and 2026 provides clear and consistent evidence on the relationship between
Strategic Human Resource Management (SHRM) practices and organizational competitiveness. The findings derived from empirical
studies, conceptual frameworks, and comparative analyses are discussed below.
Firstly, the literature indicates that organizations implementing SHRM practices achieve better organizational performance than
those following traditional human resource approaches. Strategic recruitment and selection practices play a significant role in
improving workforce quality by ensuring alignment between employee skills, competencies, and organizational objectives. Studies
consistently report that such alignment leads to higher job performance, improved employee retention, and reduced turnover rates.
Secondly, training and development emerge as key drivers of organizational competitiveness. The reviewed studies emphasize that
continuous learning initiatives enhance employee productivity, innovation, and adaptability. Organizations that invest in systematic
training programs are better equipped to respond to technological advancements, changing market demands, and environmental
uncertainties. As a result, these organizations are able to sustain a competitive advantage in dynamic business environments.
Thirdly, the findings highlight the positive impact of strategically aligned performance management systems on employee behaviour
and organizational outcomes. Research evidence suggests that regular performance appraisals, constructive feedback, and
performance-based reward systems significantly improve employee motivation, accountability, and engagement. Such practices
encourage employees to align their efforts with organizational goals, thereby contributing to improved overall performance.
Another important finding is the mediating role of human capital development and employee commitment in the relationship
between SHRM practices and organizational competitiveness. The literature indicates that SHRM practices strengthen employee
skills, knowledge, and commitment, which in turn enhance organizational effectiveness. Committed employees demonstrate higher
levels of loyalty, increased discretionary effort, and a stronger willingness to support organizational objectives, leading to improved
operational efficiency and long-term sustainability. Overall, the reviewed literature confirms a strong and positive relationship
between Strategic Human Resource Management practices and organizational competitiveness across different industries and
geographical contexts. These findings reinforce the view that SHRM is not merely a support function but a strategic tool that
contributes significantly to organizational success and sustainable competitive advantage.

VII. FINDINGS & DISCUSSION
This study confirms that Strategic Human Resource Management (SHRM) is a primary driver of sustainable competitive advantage.
By aligning HR strategies with business objectives—consistent with the Resource Based View (RBV)—organizations can transform
"rare and inimitable” human capital into a long-term strategic asset.
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The findings highlight that investment in human capital development and fostering employee commitment are the specific
mechanisms that translate HR policies into improved performance. In dynamic markets, success depends on management's ability to
maintain flexible, continuous learning environments. While this research is based on secondary data, it establishes a clear foundation
for future empirical studies to measure these causal relationships directly.

VIII.  CONCLUSION
Recent research from 2020 to 2026 confirms that Strategic Human Resource Management (SHRM) has transitioned from an
administrative task to a vital engine for market dominance. The study concludes that sustainable competitiveness stems not just from
having HR policies, but from their deliberate alignment with specific business goals. In volatile markets like Zambia and Thailand,
human capital and employee commitment serve as the unique, non-replicable assets that drive organizational resilience. Ultimately,
SHRM acts as the essential catalyst that transforms the human element into a firm’s most durable competitive advantage

IX. RECOMMENDATIONS
To enhance competitiveness, organizations should integrate HR leadership into core strategic decision-making to align talent
development with business goals. Management must transition from viewing training as an expense to treating it as a critical
investment in human capital and adaptive learning. Furthermore, implementing data-driven performance systems allows for real-
time strategy adjustments, while fostering deep employee engagement ensures the long-term loyalty necessary to maintain a
sustainable market edge.
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