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Abstract 

The main purpose of this paper is to study the effect of 

Human Resource Management Strategy on Organizational 

Performance in manufacturing sector.  To assess this, a 

model with 6 latent variables has been presented in which 

each of the variables has been measured by other 

indicators. To measure the indicators of the model, a 

questionnaire was prepared and distributed. According to 

the results, Human Resource Strategy leads to human 

resource effectiveness because of enriching organizational 

performance. The topic Strategic Human Resource 

management will help the organizations in Bangalore .To 

develop the competency skills of the personnel working in 

their organization. Sample sizes of 100 employees were 

chosen using simple random sampling technique. 

Descriptive analysis is followed us research design. 

Inductive approach as research approach is used which 

help the researcher to draft the theory on the analysis and 

survey as research strategy is used in this study. Primary 

data is obtained through questionnaire and secondary data 

through journals, books, internet and newspapers. 

Keywords— Strategy, Human Resource, 

Management, Strategic plan, Competency Skills . 

I.  INTRODUCTION  

It is a process that identifies current and future 

human resources needs for an organization to achieve 

its goals. Human resources planning should serve as a 

link between human resources management and the 

overall strategic plan of an organization. Aging 

worker populations in most western countries and 

growing demands for qualified workers in developing 

economies have underscored the importance of 

effective Human resources planning. As defined by 

Bulla and Scott, human resource planning is ‘the 

process for ensuring that the human resource 

requirements of an organization are identified and 

plans are made for satisfying those requirements’. 

Reilly defined workforce planning as: ‘A process in 

which an organization attempts to estimate the 

demand for labor and evaluate the size, nature and 

sources of supply which will be required to meet the 

demand. Human resource planning includes creating 

an employer brand, retention strategy, absence 

management strategy, flexibility strategy, talent 
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management strategy, and recruitment and selection 

strategy. 

II. RESEARCH OBJECTIVE 

1. To identify the effective planning strategies 

of human resources who involve in the 
development of skills  

2. To analyze the competencies in the long term 

as an input for optimal use of human 

resources in the system 

3. To evaluate the strategy related to human 

resources for the organizations 

III. LITERATURE REVIEW  

Our first task is to identify the principal dependent 

variables to be studied. Conceptualizing HR systems 

has been a major focus of the HRM literature over the 

past decade or more. The literature is extensive 

(Bamberger & Meshoulam, 2001) and we touch here 

only on those aspects salient to the present study. 

Having identified relevant dimensions of an HR 

system, we will lay out our major hypotheses. 

Business organizations currently working in an 

environment characterized by rapid change and  

complexity which led to increase the challenge in 

front of these organizations in their quest to create a  

competitive advantage Organizations implement the 

internal strategy for management of external 

resources and environment the same 

time(Lynch,2001). 

Dr.M.Nasrin Sulthana et al. International Journal 

of Managerial Studies and research (IJMSR)Strategic 

planning is the essence strategic management and 

process management tool that enables the 

organization to deal with future .Events efficiently 

and effectively and provide greater capacity to 

control its resources and also enable them to respond 

to environmental changes. 

(Mondy, Noe, & Mondy, 2005).The planning One 

of the basic human resource management functions in 

the AST process human resources as it is a 

requirement A key to the rest of the other functions of 

human resources management Kalachtaar, 

recruitment and development, training, compensation 

and performance evaluation (homes & Beach 2002). 

Human Resource Management Strategy There is 

some methods for strategic human resource 

management including resourcing, training and 

development, employee relations and reward 

management. They are mainly related to the 

Procedure through which individuals are employed 

and managed inside an organization. Strategic HRM, 

characteristics such as commitment and capability are 

considered important in Employment to people that in 

turn help to obtain competitive advantage for the 

organization.  

Cole (2002) emphasized that HR is capable of 

adding strategic value from employees in the 

organization to add value and achieve competitive 

advantage. The effective implementation of HRM 

strategy can thoroughly organize the entire HRM 

measures employees to directly affect employee 

attitude and behavior in order to enable the company 

to gain competitive strategy (Huangetal, 2002). 

Organizational Performance is accounted as a 

vital factor to management. The output of an 

individual or a team in an organization is considered 

as the performance, which relates to the authority and 

responsibility to obtain objectives in lawful manner in 

conformity with the standards of morale and ethics. 

(Iswati and Anshori, 2007).  

Performance can be defined as the capability in an 

organization to achieve and effectively manage the in 

accessible resources through various methods in order 

to result in a competitive advantage. Two types of 

performance can best for financial and non-financial 

(Hansen and Mowen, 2005)   . 

HRM and organizational performance The 

relationship between HRM effectiveness and 

organizational performance has Been extensively 
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argued in many studies (Arthur, 1994; Dalton, 2003; 

Datta et al., 2003; Gollan, 2005; Huselid,1995; 

Whicker and Andrews,2004). It has been revealed 

that HRM can be a proper source of sustainable 

competitive advantage for every organization. HRM 

is able to affect employee’s skills. This would be 

performed when human capital of an organization is 

acquired and developed and consequently the 

business goals can be obtained. 

IV. DATA ANALYSIS AND INTERPRETATION   

Table 1

S.No 

 
Fully 

agree 
Agree 

Neither 

agree nor 

disagree 

Partially 

disagree 

Fully 

disagree 

1 
HR executives are aware of the business needs 

and strategies 
16 45 20 12 7 

2 
human resource requirements are 

systematically ascertained requirements 
34 31 19 9 7 

3 jobs are subject to formal job analysis 23 38 23 7 9 

4 
Performance standards are carefully developed 

on the basis of employees’ opinion 
18 42 29 6 5 

5 
Performance appraisal system is extended to 

all members of the organization 
46 34 18 2 0 

6 
The organization has a formal policy of career 

planning and development 
27 43 15 10 5 

7 
There are distinct career paths and internal 
promotion norms within the organization 

29 27 33 6 5 

8 
The organization utilizes the assessment 

centre/development centre  
18 23 46 10 3 

9 
The organization carries out succession 

planning managerial positions 
12 14 48 20 6 

10 

The organization favours passing of authority 

and responsibility to individuals at the lower 

level of hierarchy 

11 28 33 21 7 

11 
Employees have access to profit sharing/gain 

sharing/employee share ownership plan 
7 11 53 23 6 

12 
The organization has a structured policy for 

management of attrition and turnover 
20 33 35 7 5 

13 The organization conducts exit interviews 34 30 21 9 6 

14 

Organization has the practice of carrying 

employee attitude/employee satisfaction 

surveys 

23 21 43 6 7 

15 
The organization encourages employees to 

suggest product/process improvement 
36 45 12 4 3 

16 
The organization has provision for employee 

recognition programmes and awards 
34 41 15 6 4 

17 
The organization has been managing change 
by integrating the HR issues with the business 

strategies cess 

17 37 28 9 9 

 

The above table states that most of the employees agree with the Human resource strategy in the 

organization and it is effectively implemented.  
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TABLE 2   ANOVA ANALYSIS 

 
 

1 2 3 4 5 Total 

N 17 17 17 17 17 85 

∑X 405 543 491 167 94 1700 

Mean 23.8235 31.9412 28.8824 9.8235 5.5294 20 

∑X2 11415 19063 16755 2219 600 50052 

Std.Dev. 10.5074 10.365 12.6831 6.0129 2.2394 13.8237 

TABLE 3   RESULT DETAILS 

Source SS df MS   

Between-treatments 9334.1176 4 2333.5294 F = 27.78887 

Within-treatments 6717.8824 80 83.9735   

Total 16052 84     

 

The f-ratio value is 27.78887. The p-value is < .00001. The result is significant at p < .05. 

The above table state that ANOVAs analysis the value within the data distribution is significant and reveals 

a common factor that most of the employees known about the Human resource strategies in the companies 

and they response positively towards the organization performance. 

TABLE  4  CHI-SQUARE RESULTS 

  Group 1 Group 2 Group 3 Group 4 Group 5 Row Totals 

Fully 

agree    
8  (3.72)  [4.93] 3  (2.54)  [0.08] 5  (5.87)  [0.13] 1  (2.35)  [0.77] 1  (3.52)  [1.81] 18 

Agree 5  (3.92)  [0.30] 3  (2.68)  [0.04] 8  (6.20)  [0.53] 2  (2.48)  [0.09] 1  (3.72)  [1.99] 19 

Neither 

agree nor 

disagree    

3  (3.72)  [0.14] 5  (2.54)  [2.37] 8  (5.87)  [0.77] 1  (2.35)  [0.77] 1  (3.52)  [1.81] 18 

Partially 

disagree    
1  (3.72)  [1.99] 1  (2.54)  [0.94] 5  (5.87)  [0.13] 3  (2.35)  [0.18] 8  (3.52)  [5.69] 18 

Fully 

disagree 
2  (3.92)  [0.94] 1  (2.68)  [1.06] 4  (6.20)  [0.78] 5  (2.48)  [2.57] 7  (3.72)  [2.90] 19 

Column 

Totals 
19 13 30 12 18 

92  (Grand 

Total) 
 

The chi-square statistic is 33.6949. The p-value is 

.005971. The result is significant at p < .05. 

The above table states that the distribution of data 

and interrelated of the data is significant and show the 

various group response towards the Human resource 

strategy in the organization. Findings 

1. Most of the employee’s respondent positively 

towards Human resource strategy 

2. Most of the employee aware about the 

company’s strategy. 

3. Most of the employee’s respondent 

significantly towards the start 

4. The value within the data distribution is 

significant and reveals a common factor that 

most of the employees known about the Human 

resource strategies in the companies and them 

response positively towards the organization 

performance. 

5. The distribution of data and interrelated of the 

data is significant and show the various group 

response towards the Human resource strategy 

in the organization 
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6. Most of the employees say that organization 

give importance to employees. It is true as they 

were provided on the job and off the job 

training to make their competencies skills 

strong so that they will not face any difficulty 

during the work. 

7. Most of the respondents agreed that the 

employees recruited for implementing SHRM 

were qualified professionals. 

8. Most of the employees feel that the 

organization will get success due to 

implementation of Strategic Human Resource 

Management 

V. CONCLUSIONS 

Human resource planning is a process that 

identifies current and future human resources needs 

for an organization to achieve its goals. Human 

resource planning should serve as a link between 

human resource management and the overall strategic 

plan of an organization. The study addressed the issue 

of strategic planning of human resources, which is 

one of the core activities and practices performed by 

the human resources management in all types of 

institutions. Through it estimated future needs of the 

organization from human resources to serve the 

requirements of achieving their goals and in order 

that the human resources planning the development 

of a future strategy based mainly on a study the 

volume of work specified in the organization's 

strategy and compare it with the power and the 

possibilities of future human resources in which to 

determine whether they need additional work force 

and what is unique and skills required to accomplish 

the work required in the future or that it has a surplus 

for the need of human resources, whether or not there 

is a shortage or surplus so that enough existing 

resources to accomplish what is planned from the 

workload of the overall strategy. 
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