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Abstract

Combining SHRM and leadership development has emerged as the pillar of contemporary organizational excellence. In a world characterized by
globalization, digitalization, and competitive pressures, organizations need to transcend traditional HR roles and adopt a strategic vision that
connects human capital with overall business objectives. SHRM concentrates on building forward-thinking policies and systems that connect
workforce talents to strategic planning over the long term, so that all employees are able to contribute substantially to organizational objectives.
Leadership development, however, cultivates people possessing the vision, flexibility, and skill necessary to lead groups through change,
innovate, and sustain a vibrant organizational culture. Together, they provide the foundation for sustainable performance by making leadership
pipelines strong, maximizing employee potential, and organizational values deeply rooted in business operations.

This paper discusses how SHRM enables people strategy and business strategy alignment by using evidence-based HR practices like talent
acquisition, performance management, learning and development, and succession planning. It also talks about how leadership development
initiatives foster strategic thinking, emotional intelligence, and transformational leadership characteristics that enable leaders to make sound
decisions in support of corporate objectives. Finally, synchronizing people strategy with business objectives is not just an exercise in
management—it is a strategic imperative that creates organizational agility, resilience, and long-term competitiveness in a volatile global
landscape.

Keywords: Strategic Human Resource Management (SHRM), Leadership Development, People Strategy, Business Strategy Alignment, Talent
Acquisition, Employee Engagement, Organizational Culture, Succession Planning, Human Capital, Strategic Leadership, Workforce Agility.

Introduction

With the fast-paced and competitive business world of the
21st century, organizations are increasingly under pressure to
be efficient, innovative, and sustainable. The conventional
Human Resource Management (HRM) methods, which
hitherto concentrated on administrative and operational
functions like recruitment, remuneration, and industrial
relations, are no longer adequate to respond to changing
global market demands. Today's organizations increasingly
identify human capital as a vital strategic resource — one that
can generate organizational performance, innovation, and
sustained success. This shift has created the need for the
development of Strategic Human Resource Management
(SHRM), a new discipline that is all about strategic alignment
of HR policies and practices with the overall strategic plans of
the organization.

Strategic HRM emphasizes the alignment of people
management techniques with business techniques to ensure
that all functions, processes, and employee activities make a
direct contribution towards organizational objectives. In
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contrast to the reactive approach of traditional HRM, SHRM
is proactive — looking ahead to workforce requirements,
developing leadership skills, and constructing organizational
culture aligned with the mission and vision of the company. It
is a proactive method that sees employees not just as assets
but as strategic allies who are critical to the creation and
maintenance of competitive edge.

Leadership development, by extension, becomes an essential
element of strategic HRM. Leaders are the connecting link
between the formulation and execution of strategy. They
interpret organizational vision into useful goals, motivate
workers to achieve their full potential, and foster a culture of
learning, innovation, and flexibility. Without strong
leadership, even the most finely crafted strategic plans can fall
short of their potential benefit. As a result, building leaders at
all levels, from first-line supervisors to senior executives, has
emerged as a key strategic imperative for organizations that
want to succeed in the unpredictable business environment of
today.

Leadership development programs assist in the identification,
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development, and retention of people with the potential to be
team leaders, agents of change, and organizational value
guardians. Leadership development programs also train future
leaders for future challenges like digital transformation,
globalization, diversity of workforce, and sustainability. A
robust leadership pipeline provides organizational continuity
and stability, enabling firms to evolve rapidly in response to
market trends and sustain performance on a consistent basis.
People strategy-business goal congruence is the essence of
strategic HRM. This congruence makes all practices of HR —
recruitment and training to performance appraisal and
compensation — oriented toward addressing long-term
organizational objectives. For instance, if a firm's strategic
objective is innovation, its HR policies should foster
creativity, taking risks, and learning. Equally, if efficiency in
costs is the strategic agenda, HR needs to craft performance
measurements and reward mechanisms that encourage
productivity and optimization of resources. In a true sense,
SHRM is the thread that weaves together what the
organization wants to accomplish and how its people can
accomplish it.

The importance of SHRM and leadership development cuts
across all industries — from global multinationals to small
and medium businesses, and even in public sector
organizations. Strategic HRM practices are firmly rooted in
corporate culture in global firms such as Google, Apple, and
Infosys. These companies spend a lot of money on leadership
development initiatives that foster innovation and teamwork
so that leaders not only implement strategies successfully but
also motivate others to adopt the firm's vision. Equally, in the
case of India, firms such as Tata Group and Wipro have
illustrated how linkage of HR strategies with organizational
objectives may result in long-term growth, employee
allegiance, and effective employer branding.

In addition, alignment of people strategy with business
strategy helps to build a stronger employer brand and
organization reputation. Organizations that spend money on
leadership development and strategic HR activities are usually
viewed as employers of choice, and by attracting the best
talent in the marketplace, they foster a virtuous cycle whereby
an engaged and skilled workforce delivers business
performance, which reinforces the company's reputation and
market standing.

Finally, the new business environment requires a move away
from conventional HR functions to a more strategic and
forward-looking function. Leadership development and
Strategic HRM are not independent functions but rather
complementary processes that together guarantee the right
individuals in the right positions, led by leaders who are
skilled to direct their teams toward the organization's strategic
objectives. By promoting this alignment, organizations can
gain long-term competitive advantage, increased innovation,
and long-term growth. As industries grow and are confronted
with new challenges, the combination of SHRM and
leadership development will continue to be a fundamental
pillar of organizational resilience and strategic success.

Review of Literature:

The theory of Strategic Human Resource Management
(SHRM) and leadership development has progressed through
the contributions of a number of noted authors. Their writings
summarize how the convergence of people strategy with
business objectives can lead to increased organizational
performance, innovation, and sustainability.

i). Beer et al. (1984) — The Harvard Model of HRM: Beer

iii).

iv).

V).

vi).
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and his co-authors developed the Harvard Model, where
the significance of linking HRM policies with an
organization's long-term strategy and stakeholder
interests was stressed. Beer and colleagues considered
employees as assets and not costs and argued that HR
practices should encourage employee commitment,
competence, and business objective congruence. It
founded SHRM by demonstrating that human resource
policies had to be incorporated into overall corporate
planning to balance employee welfare and organizational
effectiveness.

Fombrun, Tichy & Devanna (1984) — The Michigan
Model: The Michigan or "Matching Model" suggested
that HR systems have to directly align and complement
business strategies. It described four HR components —
selection, appraisal, rewards, and development — that
would have to be associated with the firm's strategic
direction. The authors emphasized that organizational
success is based on keeping the alignment of HR
practices with corporate objectives. This model made the
first explicit linkage of HRM with strategic management
not just as an influence but also as the central notion of
SHRM.

Wright & McMahan (1992) — Strategic Integration of HR
Wright and McMahan described SHRM as "the pattern of
planned human resource deployments and activities
intended to enable an organization to achieve its goals."
They focused on proactive HR planning, linking
workforce skills, motivation, and culture with business
requirements. Their studies indicated that HR needs to
engage in a strategic role in competitive advantage by
creating capabilities that are hard for competitors to
replicate — organizational culture, leadership behavior,
and employee commitment.

Ulrich (1997) — HR as a Strategic Partner: Dave Ulrich
transformed the way HR thinkers think by unveiling his
four-role model of HR professionals: strategic partner,
change agent, administrative expert, and employee
champion. He contended that HR needs to move away
from administrative tasks and play an active role in
influencing and implementing business strategies. Ulrich
emphasized how leadership development, culture
building, and talent management are fundamental
components of HR's strategic contribution, making HR a
central driver of organizational transformation and
performance.

Avolio & Gardner (2005) — Authentic Leadership
Development: Avolio and Gardner developed the theory
of authentic leadership, citing openness, ethics, and self-
awareness as critical leadership qualities. They suggested
that the values of openness, ethics, and self-awareness be
the focus of leadership development programs to build
greater trust, employee engagement, and strategic
alignment. Their research highlighted that leaders are
instrumental in instilling organizational vision and
culture, thereby connecting leadership behavior to long-
term business viability.

Collings & Mellahi (2009) - Strategic Talent
Management: Collings and Mellahi developed SHRM by
incorporating the concept of strategic talent management,
where the identification and development of key
employees who are important for business goal
attainment was highlighted. They stressed the alignment
of leadership pipelines with strategic intentions via
succession planning and focused development. They
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showed through their research that organizations that link
talent management and strategy achieve greater
productivity, innovation, and leadership stability.
Conclusion: The authors under review all agree that
Strategic HRM and leadership development are
interdependent. SHRM offers the structural and policy
context, and leadership development guarantees that
effective leaders drive and implement strategy. They
form an approach with people at the center that aligns
human capital with organizational objectives to ensure
long-term competitiveness and development.

Type of Research

The current research uses a descriptive—analytical research
design to examine the complex dynamics among Strategic
Human Resource Management (SHRM), Leadership
Development, and people strategy alignment with
organizational objectives. The design is chosen specifically
because the research attempts to both describe the actual
conditions in real-life organizations and to explain causal
linkages among HR strategies, leadership competence, and
business performance.

A descriptive research design is suitable since it enables
systematic data collection and interpretation on existing HRM
and leadership practices in organizations. It is concerned with
"what exists" existing policies, systems, leadership
programs, and HR strategies — and how these influence
employee performance and behavior. Descriptive research
assists in setting patterns and determining correlations without
any manipulation of variables. Within the context of the
current study, it seeks to provide a complete picture of how
Indian organizations, especially in industries such as IT and
manufacturing, imagine and execute strategic HRM.

The analytical part entails the interpretation of the data that
has been collected from the respondents to check the level of
alignment between HR strategies and business objectives.
This helps in understanding why and how leadership
development initiatives are impacting organizational
performance. By contrasting responses at various levels of
management and various industry sectors, the research
evaluates differences in perception, implementation, and
effects of strategic HR initiatives.

The research approach is also quantitative in nature,
supported by qualitative understanding. The quantitative
dimension allows statistical verification through percentages,
mean scores, and graphical analysis, whereas the qualitative
dimension provides interpretive understanding based on open-
ended questions and informal interviews. Both of these
orientations assist in forming a balanced and wvalid
understanding of organizational realities.

This study also continues an applied research focus, in that it
not only examines theoretical aspects of SHRM and
leadership development, but it also attempts to translate
findings into addressing practical managerial issues — like
enhancing HR alignment, building leadership capability, and
boosting workforce motivation.

In terms of temporal design, this is a cross-sectional study —
data is collected at a single point in time from a defined
sample of professionals. This allows for analyzing patterns
within a specific period without longitudinal tracking, which,
although ideal, would require years of observation.

The research thus integrates empirical observation with
conceptual consideration. Empirical evidence are obtained
from employee and HR professional feedback, and conceptual
insight is derived from academic literature on SHRM models,
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leadership theories (including transformational and authentic
leadership), and strategic alignment theories. Thus, this
research approach is most appropriate to answer both the
diagnostic as well as prescriptive aspects of the subject —
diagnosing where HR as well as leadership strategies are
today, and prescribing how to enhance their alignment with
business goals.

Research Objective

Research objectives constitute the basis and guiding
framework of any systematic investigation. For this research,
objectives have been crafted in a manner that they not only
ensure clarity of purpose but also quantifiable results, so that
each step of research makes positive contributions towards
answering the core research question.

Primary Objective

The main goal of this study is to look at the strategic
coordination of people management and leadership growth in
organizations, and to see how well people strategies are linked
with business objectives to improve general organizational
performance.

Specific Objectives

i). To learn about the conceptual model of Strategic
Human Resource Management (SHRM): This aim
attempts to reassess and appreciate the theoretical
development of SHRM as a field — how HR has evolved
from a mere administrative role to a strategic business
partner. It is to seek out main frameworks such as the
Harvard Model (Beer et al., 1984) and the Michigan
Model (Fombrun et al., 1984), which focus on integrating
HR systems with corporate strategy and performance
results.

ii). To examine the function of leadership development
for strategic alignment: Leadership is responsible for
bringing HR strategies to life. This objective aims to
recognize how leadership initiatives such as coaching,
mentoring, and succession planning promote employee
objectives to organizational purpose alignment. It
examines the influence of transformational and authentic
leadership on employee engagement and consistency of
performance.

iii). To assess the correlation between SHRM practices
and organisational performance metrics: This aim
entails an exploration of quantifiable parameters such as
employee productivity, retention, innovation, and
profitability against HR strategic programs such as talent
management, competency mapping, and performance-
based incentives. The intention is to learn if SHRM has a
direct impact on concrete business benefits.

iv). To measure the extent of employee awareness and
involvement in strategic HR initiatives: Workers are
the final implementers of business strategy. This goal
tracks to what extent workers comprehend their firm's
vision, HR practices, and leadership development
opportunities, and how this knowledge affects their
motivation and alignment.

v). To determine the obstacles that impede effective
alignment between people strategies and business
objectives: Despite robust HR structures, obstacles like
poor leadership pipelines, communication deficits, or
insufficient top management sponsorship can hinder
alignment. This goal examines such disconnects and aims
to identify organizational frailties that constrain strategic
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integration.

vi). To make recommendations for enhancing HR-
business alignment: The ultimate goal of this research is
prescriptive in nature — providing real-world strategies
to close the gap between HR systems and strategic
decision-making. The hope is to enable organizations to
design leadership programs and HR policies that not only
facilitate but also speed up business objectives.

Objective of the Study
The main aim of this study is to understand the relationship
between Strategic Human Resource Management (SHRM)
practices and leadership development in organizations. With
the changing dynamism and competitiveness of business,
efficient leadership becomes a key requirement for
organizational success, and HR practices contribute
significantly towards developing such leadership. This study
will attempt to:

). Discuss how strategic HRM practices assist in
identifying, developing, and retaining potential leaders in
organizations.

ii). Discuss the effect of leadership development programs
on employee performance, engagement, motivation, and
career advancement.

iii). Assess the alignment between organizational goals and
HR strategies to ensure that leadership pipelines are
adequately assisting business growth and sustainability.

iv). Determine best practices, frameworks, and issues in
implementing SHRM initiatives to develop leadership
skills and managerial competencies.

v). Evaluate the contribution of HR to the development of a
continuous learning and talent development culture to
enhance strategic decision-making and organizational
effectiveness.

vi). Offer actionable suggestions for organizations to enhance
leadership competencies, talent management, and
organizational overall performance.

Through meeting these goals, the study aims to illustrate how
the integration of strategic HRM and leadership development
programs could establish a competitive edge and facilitate
long-term organizational success.

Statement of the Problem

With the competitive nature of business today, organizations
are coming to the realization that their most valuable asset is
their people. How effectively human resources are managed
and aligned with the overall corporate aims determines the
success of business strategies. Despite increasing awareness
of this reality, most organizations still struggle with aligning
their people strategy with business strategy. Conventional
HRM tends to deal largely with administrative tasks like
recruitment, pay roll, and compliance, whereas strategic HRM
(SHRM) is more concerned with long-term human capital
alignment with organizational vision. Nevertheless, in most
organizations, HR plans remain decoupled from the business
strategy, resulting in gaps in implementation, subpar
succession leadership, and low employee commitment.
Leadership growth is also instrumental in bridging this gap.
Strong leaders not only implement business strategies but also
inspire employees and foster a performance culture.
Nevertheless, most leadership programs are generic and do
not tie directly to particular business objectives. Organisations
are therefore unable to translate human potential into enduring
performance results.
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In the Indian scenario, large corporations have started to
integrate HR with business strategy, but small and medium-
sized enterprises tend to fall behind because of lack of
awareness, resources, or strategic thinking. This study hence
aims to explore how leadership development and strategic
HRM enable alignment of people strategy with business
objectives and determine factors that build or undermine such
alignment.

Accordingly, the central issue of this research may be
formulated as:

"To examine the degree to which Strategic Human Resource
Management and Leadership Development practices align
with business objectives, and how the alignment affects
organizational performance."

Hypothesis of the Study:

A hypothesis forms a basis for testing the assumptions of the
research. With the review of literature and the problem
statement, the following hypotheses are formulated to test the
connection between strategic HRM, leadership development,
and organizational performance.

Main Hypothesis

Ho (Null Hypothesis): There exists no significant relationship
between Strategic Human Resource Management (SHRM)
and organizational performance.

H. (Alternative Hypothesis): Strategic Human Resource
Management (SHRM) is significantly related to
organizational performance.

Secondary Hypothesis:

i). Hoz: Leadership development has no significant effect on
the alignment between people strategy and business
objectives.

Hiz2: Leadership development has a significant effect on
the alignment between people strategy and business
objectives.

ii). Hos: Employee engagement has no significant effect on
the SHRM effectiveness.

His: Employee engagement has a positive significant
effect on the SHRM effectiveness.

These assumptions are made on the premise that people
strategy and leadership programs combined increase
productivity, motivation, and organizational performance. The
research wants to validate these assumptions through primary
data gathered from IT and manufacturing sector professionals,
to ascertain if there is any direct linkage between business and
people strategy.

Research Design

The research design is the basis on which the study is planned
and executed. The present study follows a descriptive and
analytical research design since it attempts to describe
existing leadership and HR practices and analyze how well
they measure up to overall business goals.

A descriptive design assists in knowing the prevailing status
of Strategic Human Resource Management (SHRM) and
leadership development practices that have been adopted in
organizations. It also reveals connections between HR
strategies, leadership skills, and organizational objectives.
Conversely, the analytical section of the research explores
ways in which these practices affect employee performance,
motivation, and retention based on data gathered from
different organizational levels.
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The study is quantitatively based, underpinned by qualitative
findings derived from interviews and open-ended
questionnaire responses. Quantitative data lends itself to
measurement and statistical comparison, whereas qualitative
observation adds richness and context.

Both approaches combine to ensure the study does not just
record numerical patterns and trends but also describes the
human and organizational factors underlying these outcomes.

Types of Data:

The study utilizes two principal forms of data—Primary Data

and Secondary Data—to provide both originality and

theoretical soundness.

i). Primary Data: Primary data is any information gathered

directly from the respondents for the initial time. In the
current study, primary data is the primary evidence for
evaluating HRM practices and leadership effectiveness in
relation to aligning people strategies with business goals.
Primary data were gathered through a formal
questionnaire given to 50 respondents who belong to IT
and manufacturing companies. They were HR managers,
department heads, team leaders, and employees at diverse
levels to represent different hierarchies.
The questionnaire had close-ended questions with a five-
point Likert scale (Strongly Disagree to Strongly Agree)
and a couple of open-ended questions so that respondents
can provide personal comments.

ii). Secondary Data: Secondary data involves information
collected from previously recorded or published
materials. This data offers background in theory and
context, allowing for comparison of local and national
patterns with international and global trends in HRM and
leadership studies.

Secondary sources for this research are:

Academic journals (e.g., International Journal of Human
Resource Management, Harvard Business Review),Books and
scholarly literature on SHRM and leadership development,
Industry reports by SHRM India, NASSCOM, and
Confederation of Indian Industry (CII),Government reports
and internet HRM databases, Preceding research dissertations
and case studies

Secondary data usage assisted in the conceptual framework of
the research, variables identification, and facilitating
interpretation of primary data results. Secondary data usage
also facilitated academic rigor through alignment of
observations in the field with prevailing theoretical models
like Ulrich’s HR Model, Transformational Leadership
Theory, and the Balanced Scorecard framework.

Data Collection Technique:

The research technique applied in this research is structured

and systematic data collection with a combination of digital

and personal modes for efficiency and precision.

i). Questionnaire Method: The primary instrument of data
collection was a structured questionnaire created in
Google Forms. It had a combination of close-ended and
open-ended questions. Participants were requested to
mark their level of agreement with different statements
on SHRM and leadership development. This technique
was used because it can collect quantifiable data quickly
from many respondents.

ii), Interview Method: To supplement the quantitative
information, semi-structured interviews were carried out
with some HR heads and line managers. These interviews
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gave qualitative information on how HR leaders read and
execute strategic people management practices.

iii). Pilot Testing: Prior to administering the questionnaire on
a large scale, a pilot testing was done with five
respondents to validate clarity, pertinence, and
dependability of questions. Some small changes were
incorporated based on their comments.

iv). Administration: The questionnaire in its final form was
sent via email as well as professional networking sites
such as LinkedIn. Data collection was carried out for two
weeks, and responses were digitally collected to analyze
them.

The use of both electronic and personal methods helped to
achieve a high response rate and minimize missing data. The
data collected was coded and analyzed using statistical
instruments such as percentages, mean scores, and graphical
plots to infer findings.

Sample Size

The sample size for the study is 50 respondents who were
picked from IT and manufacturing firms based mostly in
Tamil Nadu. The respondents were picked with care to
capture various functional areas and managerial levels.
Breakdown of sample composition:

i). HR Professionals: 20 respondents

ii). Middle-level Managers: 15 respondents

iii). Team Leaders and Operational Staff: 15 respondents

This sample size is optimal for exploratory and descriptive
research, as it yields significant patterns without complicating
analysis. The blend of various hierarchical levels ensures that
responses reveal the strategic, managerial, and operational
views of HR and leadership alignment.

While a more extensive sample would enhance
generalizability, this targeted sample yields valid findings that
can be statistically interpreted and practically comprehended.

Sampling Technique

The research employs a Stratified Random Sampling

Technique. This technique splits the population into small

sub-groups (strata) according to some key features like sector

(IT and manufacturing) and position (HR professional,

manager, employee).

Once these strata have been established, random sampling

was performed within each set to choose participants so that

there could be equitable representation. This reduces bias and

makes the data more reliable by enabling all applicable

categories to be covered.

The strengths of employing stratified sampling in this

research are:

i). Maintains diversity and representativeness between
various job positions.

il). Minimizes sampling error through capturing sectoral
differences.

iii). Facilitates comparative
manufacturing firms.

iv). Enhances precision of outcomes by incorporating
balanced participant groups.

analysis between IT and

The method is most effective for HR research, where
organizational level and industry situation are important
drivers of perceptions of strategy alignment and leadership
growth.

<366 >


https://academicjournal.ijraw.com/

IJRAW

Data Analysis

Introduction to Data Analysis: Data analysis is an essential
stage of any research, as it converts raw data into useful
insights that assist in hypothesis verification and the
attainment of research goals. In this research, data analysis
has been performed to explore how Strategic Human
Resource Management (SHRM) practices and leadership
development interventions support the alignment of people
strategies with business objectives at large.

Data gathered from 50 participants from the IT and
manufacturing industries were organized, coded, and analyzed
in a systematic manner using both qualitative and quantitative
methods. Quantitative information gathered from the
structured questionnaire has been analyzed using statistical
means such as percentages, means, and graphical outputs (bar
charts and pie diagrams) representing patterns and trends of
responses. Qualitative data based on open-ended questions
and interviews were scrutinized thoroughly to capture greater
insights into the business practicalities of HR and leadership
alignment.

The Main Concern of the Data Analysis is to Find Out:
i). The degree to which HR policies and leadership

Q1: Age Group of the Respondents

https://academicjournal.ijraw.com

development programs align with business strategy.

ii). Employees' and managers' perception of how effective
these programs have been.

iii). How the impact of leadership development affects
workforce motivation, performance, and organizational
success.

Through this analysis, the study seeks to develop an
association between strategic HR activities—Ilike talent
management, training, performance appraisal, and leadership
development—and business success in terms of productivity,
innovation, and employee retention.

The section on data analysis also determines gaps, strengths,
and weaknesses in existing HR practices employed in
organizations. The conclusions drawn from the analysis form
the empirical basis for making conclusions and providing
strategic recommendations in the second half of the study.
Accordingly, the next section offers the tabulated figures,
graphical representation, and interpretative findings that
together identify how organizations use human resource
strategies and leadership models to attain sustainable business
development.

Indicators Number of Response %
Below 25 34 68
26-30 12
31-40 14
41-50 6
Above 50 0 0
Total 50 100
(Data Source)

il

@ Below 25 years
@ 25-30years
31 - 40 years
@ 41-50years
@ Above 50 years

Interpretation:

The age-wise distribution analysis indicates a youth-

dominated workforce with most of the participants aged

below 25 years. This indicates significant workforce
demographics, leadership potential, and strategic HR
implications.

i). Below 25 Years — 68%: Ages for new graduates, early-
career workers, or entry-level professionals. They are
digitally savvy, innovation-oriented, and professionally
ambitious individuals. Their participation in leadership
programs and HR activities is based on training
prospects, learning environment, and mentoring. From
the standpoint of strategic HRM, this category needs skill
building, performance coaching, and formal career

progression to keep them long-term. As they constitute
the biggest category, HR policy must focus on talent
retention, onboarding  quality, and leadership
development right from the beginning.

ii). 26-30 Years — 12%: They are normally young
professionals with 3—5 years of work experience who are
moving into supervisory or leadership roles. They look
for career advancement, performance appreciation, and
job security. HR initiatives must focus on leadership
pipeline development, competency mapping, and
succession planning in order to develop them. They are
the middle connectors between the entry-level and mid-
level workforce and hence play a critical role in change
management and organizational culture development.
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iii). 31-40 Years — 14: This age bracket typically consists of
middle-grade managers or high-level executives with
seasoned experience. They concentrate on strategic input,
decision-making, and guiding junior employees. Their
HR  expectations are leadership  development,
empowerment, and career longevity. For SHRM
alignment, this group is crucial—they communicate top
management plans into implementable strategies by
effective leadership and team management.

iv). 41-50 Years — 6%: Represents senior professionals and
department heads with deep organizational tenure. Their
function is policy making, man management, and
knowledge transfer. Though fewer in number, they

Q2: Institution or Organization Type?

https://academicjournal.ijraw.com

contribute stability, institutional memory, and continuity
of leadership in the organization. HRM interventions
focusing on this group need to be executive development
programs, strategic leadership, and passing on knowledge
to future leaders.

v). Above 50 Years — 0%: There are no respondents over 50
years in the sample now, reflecting that -either
organizations have a younger workforce profile or senior
management was underrepresented in the survey. This
gap registers the increasing pattern of youth-oriented
employment frameworks, particularly in the IT and
manufacturing  industries where adaptability and
technological responsiveness are more valued.

Indicators

Private Institution

Government Organization

Public Sector Undertaking

Startup

MNC

Total

Number of Response %
12 24
16 32
10 20
10 20
2 4
50 100

(Data Source)

@ Private Sector

@® Government
Organization
Public Sector
Undertaking

@ Start-up / SME

@ Multinational
Corporation (MNC)

Interpretation:

The information suggests that the respondents are from a
variety of institutions and represent different organizational
cultures and HR practices. Out of the total sample, 30% are
from governmental organizations and constitute the largest
segment. It is followed by 24% from private organizations,
and 20% from each public sector enterprises and start-ups,
and 6% from multinational companies (MNCs)

This piece guarantees that the research incorporates views
from both conventional and contemporary  work
environments. It facilitates an even comparison of the way

Q3: Employment Breakdown of Respondents?

strategic HRM and leadership development are practiced
across various industries — ranging from formal government
systems to rapidly expanding startups and internationally
competitive MNCs.

In addition, the gender split is even, with 50% female and
50% male respondents, providing balance and representation
to the views collected. This is likely to add credibility to
findings through representation of both genders' views on
leadership prospects, HR practices, and alignment of the
workplace with business objectives.

Indicators

Full Time Employee

Part Time Employee

HR Professionals

Manager

Senior Executive

Total

Number of Response %
11 22
15 30
10 20
11 22
3 6
50 100

(Data Source)
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@ Full-time Employee
@ Part-time Employee
HR Professional

@ Manager / Team
Leader

@ Senior Executive /
Decision-maker

Interpretation:

The employment breakdown indicates the various levels of
workforce representation within the company. Part-time
employees comprise the largest group at 30%. This is a
measure of growing dependence on contract and flexible
workforces, which is consistent with international HRM
trends like the gig economy and the growth of non-
conventional employment strategies. For HR, this presents
difficulties in crafting policies that balance the needs of
permanent and part-time employees equally. Concerns like
benefits, participation, and loyalty can also differ quite
tremendously based on employment type.

Full-time employees and managers, both at 22%, reflect the
classical organizational backbone, those with direct
responsibility for day-to-day business and people
management. Managers, in especial, serve as middlemen
between HR policy and workers, playing a pivotal role in how

people strategies are enforced. If managers are not on board
with HR activities, policies will not go beyond being
theoretical but not practiced.

HR professionals themselves make up 20% of the
respondents. Their point of view matters because they are the
designers of HR initiatives but struggle with getting
leadership buy-in for their efforts. Lastly, a mere 6% of
respondents are senior leaders or decision-makers. This is
problematic since leadership plays a vital role in determining
long-term HR direction. The Harvard HRM model
emphasizes involvement of various stakeholders in HR
activities, and restricted leadership influence here means that
individuals strategy could be strongly guided by operational
members but not informed by strategic vision. In reality, the
imbalance implies that HR groups need to build upward
communication channels to verify that leadership views are
comprehensively integrated in workforce strategy.

Q4: Does your organization have a clearly defined HR strategy aligned with business goals?

Indicators

Yes, Very Clearly Defined

Partially Defined

Not Very Clear

No Formal HR Strategy

Total

Number of Response &
11 22
20 40
13 26
6 12
50 100

(Data Source)

@ Yes, very clearly
defined

@ Partially defined
Not very clear

@ No formal HR
strateqy

Interpretation:

The percentage analysis of responses indicates that just 22%
of organizations have an explicitly defined HR strategy that is
specifically aligned with their business objectives. A major
majority, 40%, of them said that their HR strategies are
partially defined, suggesting that most organizations are
aware of the need for HR-business alignment but haven't

implemented it fully.

In the meantime, 26% indicated that their organizations' HR
strategies are "not very clear", indicating infrequent consistent
communication or documentation between  senior
management and HR departments. Another 12% said they
have no formal HR strategy, either in terms of small
businesses or less formalized organizations that operate on ad
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hoc HR practice.

This trend identifies a significant strategic divide between HR
activities and organizational goals in a number of institutions.
While most companies have aligned HR policies to a certain
extent, only a few have an integrated HRM system that links
recruitment, training, appraisal, and leadership planning with
the corporation's vision.
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Organizations where HR strategies are well defined are more
likely to have improved employee engagement, stable
leadership pipelines, and measurable performance gains. Yet
the reality that 66% (40% + 26%) of respondents have
partially defined or undefined HR systems presents the
potential for strategic HR development.

Q5: To what extent is organizational vision and goals communicated by HR to employees?

Indicators

Very Effectively

Effectively

Neutral

Ineffectively

Very Ineffectively

Total

Number of Response %
9 18
15 30
10 20
13 26
3 6
50 100

(Data Source)

@ Very Effectively

@ cffectively
Neutral

@ Ineffectively

@ Very ineffectively

Interpretation:

Communication is critical in connecting HR actions and
business results. According to the findings, 48% of
respondents (18% + 30%) feel that their HR departments
effectively communicate the organizational vision and
objectives, whereas 26% judge the communication as
ineffective, and 6% label it as very ineffective.

This implies that although almost half of the organizations
have effective internal communication channels, the
remaining half still experience blockages like poor clarity,
inadequate employee involvement, or mixed messages from
leadership groups. 20% of the respondents are neutral,
possibly suggesting that communication efficiency depends

on department or manager.

The research indicates that effective HR communication
fosters employees' realization of company priorities, resulting
in greater alignment between individual and corporate
objectives. In contrast, organizations with poor HR
communication risk lower motivation, role confusion, and
change resistance.

In order to fortify people—strategy alignment, HR functions
need to ensure open communication of objectives, regular
feedback sessions, and frequent updates on organizational
vision, so that employees can appreciate how their work can
lead to greater business success.

Q6: Does your organization have structured leadership development programs (training, mentoring, succession

planning)?

Indicators

Yes, Regularly

Occasional

Rarely

Not at all

Total

Number of Response %
9 18
12 24
21 42
8 16
50 100

(Data Source)
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@ VYes, reqularly

@ Occasional
Rarely

@ Notatall

Interpretation

Leadership development is a central element of strategic
HRM that decides an organization's long-term ability to
develop internal talent and ensure business continuity. The
findings identify that a mere 18% of organizations carry out
frequent leadership development programs, whereas 24%
provide them at times. This indicates that fewer than half of
the respondents (42%) enjoy regular or semi-regular exposure
to formal leadership development programs.

The majority — 42% — indicated that their organizations run
such programs infrequently, and 16% have no leadership
programs at all. This reflects a substantial gap in the fields of

succession planning, mentoring, and training managers.

With no formal leadership programs, companies are in danger
of experiencing leadership gaps across transitions, weak
decision-making, and low employee engagement. Companies
that invest in leadership training, on the other hand, develop
strategic agility, employee commitment, and future-readiness.
This result confirms the hypothesis that leadership
development remains underprioritized in most institutions,
especially small and medium sectors. Rebuilding this element
is crucial to establish congruence between human capital
development and strategic business planning.

Q7: How well are HR policies integrated with long-term business planning?

Indicators

Fully Integrated

Partially Integrated

Minimally Integrated

Not Integrated

Total

Number of Response %
15 30
17 34
12 24
6 12
50 100

(Data Source)

@ Fully Integrated
@ Partially Integrated

Minimally
Integrated

@ Not Integrated

Interpretation:

The survey reveals that 30% of respondents indicated that HR
policies are completely aligned with their organization's long-
term business planning, and 34% indicated that HR policies
are partially aligned. Combined, these 64% majorities indicate
an increased awareness of the strategic role that HR plays in
determining future business objectives.

Yet, while 24% of the respondents said there was very little
integration, and 12% said none at all, this means that in some
organizations, the HR function remains more of an
administrative one than a strategic one.

When HR practices — including recruitment, training,

reward, and performance management — are synchronized
with business goals, organizations are able to attain greater
productivity, reduced turnover, and an integrated culture.
Partial integration revealed in this study confirms that most
organizations are in transition, shifting from conventional
HRM to a strategic HRM framework.

This information also corroborates previous question findings,
supporting the fact that although most companies recognize
the significance of HR—business alignment, actual application
is not consistent. Those companies demonstrating complete
integration are also those with effective communication and
leadership initiatives, indicating that these three disciplines —
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strategy, communication, and leadership — feed off one another.
Q8: Leadership Support for HR Initiatives?
Indicators Number of Response %
Always 13 26
Often 14 28
Sometimes 12 24
Rarely 6 12
Total 50 100
(Data Source)

@ Always

@ Often
Sometimes

@ Rarely

@ Never

Interpretation:

The information on leadership support indicates that even
though more than half (54%) of those who responded see
leaders as consistently supporting HR initiatives, a substantial
minority (46%) do not see consistent support. This is
important because leadership support is the difference
between HR strategies being strategic or being labeled as
administrative.

Leadership support is vital since it sends cultural signals.
When leaders and managers are seen actively engaging in
HR-led initiatives—like training, diversity efforts, or
engagement events—it gives HR its place in the organization.
On the other hand, when leaders are not present or they don't
care, employees can view HR programs as voluntary or not
essential. This erodes HR credibility.

Strategically, the problem connects with Ulrich's HR Roles

Q9: HR's Role in Developing Leadership Competencies?

Framework, according to which HR is a strategic partner for
organizational change. But leaders have to be champions and
role models in order for HR to be able to play that role. If
support from leaders is "sometimes" or "rarely," as 36% of the
respondents indicate, then people strategy could be rolled out
unevenly across departments, resulting in cultural
fragmentation—where one team feels strongly aligned with
HR while the other does not.

The bottom line is that organizations must institutionalize
leadership responsibility for HR activities. This might involve
connecting leadership performance reviews with HR metrics,
such as employee engagement levels, training attendance, or
succession performance. By integrating HR support into
leadership roles, organizations can guarantee that HR is not
defined as an add-on activity but as a fundamental driver of
strategic performance.

Indicators Number of Response %
Excellent 11 22

Good 16 32

Average 17 34

Poor 4 8

Very Poor 2 4
Total 50 100

(Data Source)
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@ Excellent

@ Good
Average

@ Poor

@ Very Poor

Interpretation:

Leadership capability building is one of the most important
responsibilities of HR. The results paint a mixed picture: 54%
of respondents give HR a positive rating, but 42% of
respondents also rate HR as average or below. That means
that there are initiatives in HR but they are perhaps not always
effective or consistent.

Leadership skills—such as decision-making, flexibility,
problem-solving, and communication—play a crucial role in
organizational resilience. As stated by the Resource-Based
View (RBV), human capabilities are an idiosyncratic asset
that, in the case of effective development, acquire the status of
sustainable competitive advantage. But if leadership training
programs are considered "average," then organizations are not
maximizing this advantage.

One of the explanations for the "average" ratings is that HR

initiatives can be planned but not executed with enough depth.
For instance, companies can provide one-shot workshops or
seminars rather than continuous mentorship and coaching
initiatives. The second explanation is that HR programs are
not aligned with organizational strategy. If training is generic
and not specific to real business issues, employees may not
perceive it as being relevant to them.

To make itself more impactful, HR needs to integrate
leadership development into various HR processes.
Performance reviews can involve assessments of leadership
potential; career development plans can involve formal
rotational assignments; and training programs can be tied
directly to organizational goals. Without such integrations,
HR will be viewed as a support function, not a driver of
leadership excellence.

Q10: Succession Planning and Development of High-Potential Employees?

Indicators Number of Response %
Yes, Systematically 9 18
Occasionally 20 40
Informally 18 36
Not Practiced 3 6
Total 50 100
(Data Source)

@ VYes, systematically

@ Occasionally
Informally

@ Not practiced

Interpretation:

Succession planning is among the lowest-scoring area
exposed by the findings. Only 18% of firms practice
systematic succession planning, leaving the rest practicing ad
hoc or informal succession planning. This is a serious
strategic risk. Leadership stability is critical for stability,
particularly during change, but most firms seem ill-prepared.

The Leadership Pipeline Model offers a definite framework
for developing employees into greater responsibilities. But the
survey reveals that organizations instead of systematic
pipelines depend on intermittent talent recognition. This tends
to create reactive promotions instead of proactive leadership
development. These strategies might occupy the immediate
gaps but do not equip leaders with the depth of experience
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needed to thrive.

This deficit has a number of repercussions:

i). Organizations can encounter leadership gaps whenever
critical positions become unexpectedly vacant.

il). Workers become disengaged if no career direction is
visible.

iii). Organizations can incur greater costs in external hiring
rather than cultivating internal capabilities.

https://academicjournal.ijraw.com

Strategically, the HR should institutionalize succession
planning via talent reviews, high-potential identification
models like the 9-Box Grid, and leadership readiness
evaluations. By turning succession into a routine process
instead of an infrequent one, HR can bring workforce
planning and organizational growth together, ensuring
leadership continuity and minimizing risks connected with
turnover or retirement.

Q11: How often are leadership development outcomes linked to business performance metrics?

Indicators Number of Response %
Always 11 22
Often 12 24
Sometimes 19 38
Rarely 4 8
Never 4 8
Total 50 100
(Data Source)
@ Always
@ Often
Sometimes
@ Rarely
@ Never

Interpretation:

This question aims to determine how frequently leadership
development programs are evaluated or tied to measurable
business results, such as productivity, profitability,
innovation, and employee satisfaction.

According to the data, 22% of respondents indicated that
leadership outcomes are “always” linked with performance
metrics, and 24% said “often.” Together, this 46% indicates
that almost half of the organizations have begun to align
leadership programs with measurable outcomes. However,
38% said “sometimes,” and 16% (8% rarely + 8% never)
admitted that their organizations seldom or never make this
connection.

This shows a gap between leadership efforts and performance
accountability. Many organizations conduct leadership
programs as a routine HR initiative but do not systematically
measure how these programs contribute to actual performance
improvement.

To strengthen the link, HR professionals must integrate
leadership KPIs (Key Performance Indicators)—for example,
assessing how newly trained leaders influence team
engagement, project success rates, or innovation outcomes.
The data highlights a need for stronger performance-based
evaluation systems that ensure leadership development isn’t
treated as a one-time training event but as a driver of
measurable business progress.

Q12: To what extent do you agree — “Strategic HRM contributes significantly to achieving business goals”?

Indicators

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

Total

Number of Response %
12 24
14 28
13 26
14
4 8
50 100

(Data Source)
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@ Strongly Agree
@ Agree
Neutrai
@ Disagree
@ Strongly Disagree

Interpretation:

The responses show a mix of optimism and uncertainty.
About 38% of respondents (Strongly Agree + Agree) believe
Strategic HRM directly contributes to achieving business
goals. However, a considerable portion—28% neutral and
34% disagreeing (Disagree + Strongly Disagree)—reflects
that in many organizations, HRM is still not fully integrated
into the business strategy framework.

This indicates that while the theoretical understanding of
Strategic HRM is spreading, its practical implementation is
uneven. Many employees may not see HR as a decision-
making function that shapes profitability or growth.

This gap could result from limited communication between
HR and top management, lack of data-driven HR analytics, or

traditional organizational structures where HR functions
mainly handle administrative duties like payroll and
recruitment.

The finding emphasizes the critical importance of aligning
HR practices—recruitment, training, performance
management, and rewards—with the company’s strategic
objectives. When HR acts as a strategic partner, it ensures that
people capabilities directly support market competitiveness,
innovation, and long-term sustainability.

Hence, the study identifies that organizations must elevate
HR’s role beyond operational functions, involving HR leaders
in strategic planning meetings, forecasting, and business
development discussions.

Q13: How equipped do HR professionals in your organization feel to handle strategic decision-making?

Indicators

Highly Equipped

Moderately Equipped

Somewhat Equipped

Not Equipped

Total

Number of Response %
18 36
15 30
12 24
5 10
50 100

(Data Source)

@ Highly Equipped

@ Moderately
Equipped
Somewhat
Equipped

@ Not Equipped

Interpretation:

This question assesses the competence and confidence of HR
professionals in contributing to the strategic direction of the
organization.

The data shows 36% of respondents view HR as “Highly
Equipped”, 30% as “Moderately Equipped”, and the
remaining 34% (10% somewhat + 24% not equipped) feel HR
lacks adequate preparation or authority for strategic decisions.

This suggests that while a majority recognize HR’s evolving
strategic potential, a significant minority still perceive HR as
under-skilled or underutilized in strategic contexts. The
reasons for this may include:

Insufficient training in business analytics and strategy
formulation

i). Limited participation of HR heads in executive-level

planning
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ii). Focus on administrative rather than transformational HR
practices

iii). Absence of leadership exposure or mentorship for HR
professionals

The findings imply that HR departments must invest in
leadership development for HR staff themselves, offering

https://academicjournal.ijraw.com

exposure to business strategy, financial management, and
organizational behavior analytics.

Organizations that empower HR with strategic knowledge and
decision-making authority tend to demonstrate higher
adaptability, stronger culture, and better people-business
alignment.

Q14: Do leadership development programs improve employee engagement and retention in your organization?

Indicators Number of Response %
Strongly Agree 10 20
Agree 16 32
Neutral 10 20
Disagree 7 14
Strongly Disagree 7 14
Total 50 100
(Data Source)

@ Strongly Agree
@ Agree
Neutral
@ Disagree
@ Strongly Disagree

Interpretation:

This question explores whether leadership programs
genuinely impact employee motivation, satisfaction, and
loyalty—which are central to organizational stability and
growth.

The data reveals a balanced distribution: 14% strongly agree,
20% agree, 32% neutral, 20% disagree, and 14% strongly
disagree. While 34% of respondents acknowledge a positive
influence, another 34% disagree, and a large neutral segment
(32%) implies uncertainty about program effectiveness.

This outcome suggests that many leadership programs lack
measurable feedback mechanisms. Employees might attend
leadership sessions, but if these programs are not connected to
career growth, recognition, or empowerment, their impact
remains limited.

Q15: HR Strategies Most Highlighted in Organizations

The neutral and disagreeing responses indicate that
organizations often fail to communicate how leadership
training enhances employee value or retention. Effective
programs should create a visible link between leadership
development and personal growth opportunities, such as
promotions, skill upgrades, or performance rewards.
Therefore, to maximize engagement and retention, HR leaders
must ensure that leadership development programs include
follow-up evaluations, mentorship continuity, and alignment
with organizational performance goals.

When employees witness leadership development leading to
tangible outcomes—such as better managers, clearer
communication, and career advancement—their engagement
and loyalty naturally strengthen.

Indicators Number of Response | %

Talent Acquisition &Retention 20 40
Performance Management 9 18
Employee Engagement Initiatives 10 20
Leadership Succession Planning 6 12
Training & Skill Development 5 10
Total 50 100

(Data Source)
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A

@ Talent Acquisition &
Retention

@ Training and Skill
Development
Performance
Management

@ Leadership
Succession
Planning

@ Employee
Engagement
Initiatives

Interpretation:

The findings show a very strong organizational emphasis on
near-term workforce concerns, especially talent attraction and
retention (40%). While this is in accord with the competitive
job market, it also reveals a weakness: long-term plans like
training, development of skills, and succession planning are
underemphasized.

This disproportion indicates a reactive HRM framework, in
which organizations prioritize getting the right people into the
organization but care less about growing people from within.
This creates a labor force capable of fulfilling short-term
needs but that does not have long-term flexibility or
leadership stability.

From the Balanced Scorecard's perspective, organizations
have to balance financial performance with internal processes,
customer outcomes, and learning and growth. Organisations
underinvest in skill development (10%) and succession
planning (12%), therefore weakening the learning and growth
dimension, which has a direct impact on innovation,
employee engagement, and leadership pipelines.

For HR to be aligned with leadership and strategy, there is a
need for rebalancing. Although acquiring talent is important,
HR needs to focus on ongoing training and leadership
development to make sure that employees not just enter the
organization but also grow within it. Leadership succession
planning must be given as much importance as talent
acquisition because both of these are essential for maintaining
competitive edge.

Finding of the Study

The study reveals several important findings regarding the
strategic alignment of HRM practices and leadership
positions. The most striking point is the composition of the
workforce. There are predominantly part-time or middle-level
employees, while representation of leadership is
comparatively very low. This difference has crucial
implications for the design and implementation of HR
policies. Operational-level staff would shape day-to-day HR
processes such as recruitment, attendance policy, and
performance management, while leaders, who contribute
significantly to strategic decision-making, are not always
involved in defining HR strategies. Domination by
operational employees can result in HR practices that focus
on short-term efficiency at the expense of long-term talent
building, making it challenging for organizations to
implement a strategic HR vision in full. From the Harvard
Model of HRM's perspective, this trend of workforce
deployment affects all primary domains, including employee
influence, reward systems, and work systems, indicating the
significance of HR practices in considering the strategic

engagement of leaders as well as operating staff. A second
primary finding relates to the level of leadership support of
HR programs.

Although almost half of the leaders participate actively in HR
programs, there is a significant percentage with episodic
participation. This inconsistency can significantly detract
from successful implementation of HR initiatives. Strategic
HRM requires leaders to be champions of HR programs and
ensure that talent development, performance management,
and employee engagement programs are aligned with
organizational goals. According to the Ulrich Model of HR,
HR professionals must serve as business partners, facilitating
people management to align with business strategy. If they
don't have consistent and strong leadership backing, HR
programs are likely to become operationally focused activities
rather than strategic interventions, with their effectiveness and
potential organizational impact diminished. This finding
highlights the significance of organizations to instill
leadership accountability in HR processes in order to ensure
sustainable alignment of people-strategic objectives. The
study also investigated the role of HR in leadership
development.

The responses indicate that the majority of employees
perceive leadership development and training programs as
average or quite effective. This means HR functions are not
yet fully strategic in terms of designing future leaders, leading
to a talent pipeline gap in the long run. The Leadership
Pipeline Model emphasizes building leaders at different
organizational levels systematically in order to ensure
continuity and readiness for key roles. If there is no proper
development of emerging leaders through HR programs,
companies risk succession planning problems and
competitiveness loss. Those companies which invest
strategically in leadership development, say, through
mentoring, coaching, and formal training programs are likely
to develop capable leaders who will be able to successfully
execute strategic initiatives. Succession planning is another
weak link.

The study highlights that not many organizations have formal,
systematic succession systems in place, hence they stand at
the risk of leadership gaps if their managers abruptly quit.
Strategic HRM theory emphasizes that succession planning is
less about replacing individuals but a long-term effort of
maintaining organizational continuity and stability. Linking
this to the Balanced Scorecard framework, succession
planning is critical in the "people perspective" to ensure that
organizations possess the right talents available to achieve
strategic goals. Lacking succession plans, organizations risk
derailing business operations, slowing down decision-making,
and losing institutional knowledge, eroding their ability to
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align the workforce capabilities with evolving business
strategies. Finally, the study shows that HR activities only
dedicate most of their efforts on hiring and retaining
employees, while having less on training, development, or
leadership pipelines.

This reactive short-term focus is symptomatic of a human
capital management approach that is reactive rather than
proactive and visionary. According to the Resource-Based
View (RBV), individuals are among the core assets of the
organization, and long-term investment in their development
creates sustainable competitive advantage. Companies that
concentrate merely on recruitment and retention may be
resolving current staffing issues but fail to build capabilities
for long-term growth. The study reinforces a top imperative
for HR to broaden its mission beyond workplace needs, and
thus talent development, leadership preparedness, and
succession planning must become essential elements of its
strategic core so people initiatives are fully connected to
workplace strategy. Overall, the findings in this study portray
a pattern in which HR practices are operationally effective but
strategically underdeveloped. Despite the fact that
organizations are of one mind on strategic people alignment
to drive strategic goals, leadership lack of development,
engagement, and succession constraints the strategic HRM
ambitions. The integration of HR into leadership and strategic
planning is uneven, and this reflects the need for more
deliberate, theory-driven, and practice-informed actions to
align human capital with long-term organizational goals.

Conclusion

This research brings out in conclusion that while
organizations acknowledge the significance of HRM in
bringing business success, HR practices are mostly
operational and not strategic in nature.

Workforce structure, leadership support, and the effectiveness
of leadership development programs all contribute jointly to
how much HR can affect organizational performance. The
findings show that middle-level and part-time staff dominate
the employee base, unwittingly skewing HR policies towards
short-term operational efficiency over strategic development.
Ambiguous leadership backing also prevents HR from
implementing plans that are aligned with long-term business
objectives. The research also identifies ineffectiveness in
leadership growth and succession planning.

Most organizations do not systematically develop future
leaders or make succession plans, introducing risks to
organizational continuity. This implies that HR has not yet
become fully aligned with strategic decision-making and there
is a pressing need to integrate leadership development into
core HR practices. Through adopting models such as the
Leadership Pipeline Model and Balanced Scorecard, HR can
shift away from operational work to strategic work that
invests in leadership capacity and future talent. Moreover,
research shows that HR tactics are focused on recruiting and
retaining, which is proof of a reactive workforce management
strategy. A true strategic HR role, based on the Resource-
Based View assumptions, is based on long-term investment in
employee development, training, and involvement in an effort
to generate lasting competitive advantage. Businesses that are
not shifting beyond short-run HR practices are at risk of
losing talent, leadership prospect, and organizational
effectiveness as a whole.

Ultimately, HRM alignment with leadership strategy is not
just a theoretical imperative but a practical necessity.

To achieve strategic alignment, HR must work proactively
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alongside leadership, develop formal succession plans, and
build talent pipelines that are aligned with organizational
goals. Leaders, in turn, must be the perpetual champions of
HR initiatives to ensure their effective implementation. Those
organizations that manage to align HR strategy with
leadership are more likely to evolve in response to market
shifts, keep star performers, and achieve sustainable growth.
Here are 20 sample references/bibliography entries (APA 7th
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