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Abstract 

This research undertook a comprehensive review of both conceptual and empirical literature on 

the interaction between Human Resource (HR) strategies and strategic alignment within U.S. 

organizations. The study critically examined various HR strategies, including recruitment, training 

and development, compensation and benefits, and employee relations, and assessed their role in 

enhancing strategic alignment. The study further analyzed how HR strategies and strategic 

alignment intersect to influence organizational performance. A systematic literature review 

approach was employed to scrutinize a plethora of published materials dating from the 1990s to 

the present day, with a focus on U.S. based research. The research examined the relevance of 

different HR strategies in aligning employees' goals with the strategic objectives of organizations. 

The study also delved into the impacts of these HR strategies on employee performance, 

engagement, and retention. The findings revealed that effective HR strategies are pivotal in 

fostering strategic alignment within organizations, driving improved organizational performance 

and productivity. In particular, training and development, and compensation and benefits, emerged 

as significant HR strategies that directly influence strategic alignment. The research further 

demonstrated a positive correlation between strategic alignment and enhanced organizational 

performance, validating the crucial role of HR in strategic management. The study concludes that 

there is a symbiotic relationship between HR strategies and strategic alignment, suggesting that 

the integration of HR strategies into the broader organizational strategy can greatly contribute to 

overall performance and competitiveness. These findings reinforce the necessity for HR 

professionals to continually evolve their strategies to foster strategic alignment, thus ensuring that 

HR is a strategic partner in organizational success. The research additionally pinpointed areas 

mailto:davewyneboud@gmail.com
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warranting further empirical research to solidify the understanding of this interaction, especially 

in the face of evolving workplace trends. 

 

Keywords: Human Resource Strategies, Strategic Alignment, Organizational Performance, 

Employee Engagement, Training and Development, Compensation and Benefits. 

 

1.0 Introduction 

The interplay between Human Resource (HR) strategies and strategic alignment is a growing area 

of interest within academic and professional circles. As organizations continue to navigate the 

complexities of the modern business environment, understanding this interplay is becoming 

increasingly crucial for organizational success (Collins, Patel, Colvin, & Lyddy, 2019). HR 

strategies encompass a range of practices and policies, including recruitment, training and 

development, compensation, and performance management. These strategies play a crucial role in 

attracting, retaining, and motivating a skilled workforce. Importantly, HR strategies are more 

effective when they are aligned with the strategic goals and objectives of the organization, a 

concept known as strategic alignment (Baron, Hannan, & Burton, 2019). Research by McIver, 

Lengnick-Hall, Lengnick-Hall, and Ramachandran (2020) posits that HR strategies influence 

strategic alignment in two primary ways: by supporting the alignment of employees' goals with 

the organization's strategic objectives, and by fostering a workplace environment that encourages 

employees to contribute to the organization's strategic success. 

In a study by Shyamsunder, Swaminathan, and Kim (2019), it was found that strategic alignment 

improves when HR strategies facilitate open communication, foster a culture of continuous 

learning, and provide opportunities for employees to participate in decision-making processes. 

This finding underlines the importance of HR strategies in cultivating an organizational culture 

that supports strategic alignment. Strategic alignment can, in turn, have a profound impact on an 

organization's performance. For instance, Dong, Karhade, Rai, and Xu (2021) found that 

organizations with high strategic alignment tend to outperform their peers in terms of financial 

performance, employee satisfaction, and customer satisfaction. However, achieving strategic 

alignment is not without its challenges. One of the key challenges is ensuring that HR strategies 

are adaptable enough to accommodate changes in the organization's strategic direction. It requires 

HR leaders to be proactive in aligning HR strategies with organizational strategy, taking into 

account the dynamic nature of the business environment (Menzel, Carter, DeChurch, & Zaccaro, 

2020). The interplay between HR strategies and strategic alignment is a complex yet crucial aspect 

of organizational management. Understanding this interplay can provide organizations with a 

competitive advantage, highlighting the need for further research in this area (Collins et al., 2019). 

The characteristics of the industry in which the organizations are to be analyzed and its competitive 

advantage need to be determined for developing an HR strategy (AlDhaheri, Hilmi, Abudaqa, 

Alzahmi & Ahmed, 2023). Human resources management is essential, even crucial for the 

functioning of your organization. Any viable business needs human resources, or talent, to move 

forward the enterprise mission, values and principles. And of course, to do the work. Strategic 

human resource management enables alignment between the HR or HR function and your 

company's business goals. Human resource strategy differs from traditional HR in a couple of 

important ways. HR strategy is long-term and focuses on workforce planning as well as 
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development from a forward-thinking viewpoint. Traditional HR, or personnel as it was once 

referred to as, is focused more on the transactional nature of Human resources, such as reviewing 

applications, maintaining a census of FTEs (full-time equivalents) and signing up talent for 

insurance benefits. Strategic human resource management, on the other hand, focuses on aligning 

employee qualifications with the organization's workforce needs. This type of HR management 

provides employee training and development to prepare the workforce for company expansion, as 

well as the employee's professional growth.   

Businesses that focus solely on the transactional nature of human resources, such as payroll 

processing, record keeping and administering sick leave policies may find themselves scrambling 

to prepare for future growth (Wahlund & Palm, 2022). You need human resource strategy to stay 

on par with your competitors and ultimately to exceed those competitors' capabilities if you want 

to become best-in-class in the industry or in your market. Because human resource strategy focuses 

on individual and organizational growth, you also need a strategic plan for sustaining job 

satisfaction and engagement throughout your workforce. The key to making your human resource 

strategy better is to be proactive, not reactive. And when you grow your human resource strategy, 

document it. But don't let that strategic plan just sit on the back-burner. Include your human 

resources staff members in the development of a strategy. Both HR management and staff 

members should be involved in communication about strategic moves since everyone in the 

department will have valuable input. While the HR manager or director will be the person in high-

level discussions with executive leadership, they should present ideas from all people involved in 

the communication (Bonilla-Chaves & Palos-Sánchez, 2023). The manager should also give credit 

where credit is due, especially if HR staff contribute ideas that work to the company's advantage. 

The realization of strategic fit within the business architecture is an important challenge for 

organizations. Research in the field of enterprise modeling has resulted in the development of a 

wide range of modeling techniques that provide visual representations to improve the 

understanding and communication about the business architecture (Nicolás-Agustín, Jiménez-

Jiménez & Maeso-Fernandez, 2022). As these techniques only provide partial solutions for the 

issue of realizing strategic fit, the Process-Goal Alignment technique is presented in this paper. 

This technique combines the visual expressiveness of heat mapping techniques with the analytical 

capabilities of performance measurement and Strategic Management frameworks to provide a 

comprehensible and well-informed modeling language for the realization of strategic fit within an 

organization’s business architecture. Organizational behavior and its impact on success is 

determined by the strategy with which it manages to balance and drive the available resources 

efficiently during strategy implementation. The desired outcomes from a strategy are subjected to 

the degree of synchronization of organizational environment to the requirements of strategy’s 

implementation (Marchiori, Rodrigues, Popadiuk & Mainardes, 2022). Intentional layout for each 

strategy differs with the purpose for which it is formulated and conditions for its implementation. 

Thus, the projection of strategy’s outcome may become different in each exclusive situation. 

Strategic alignment is not only about aligning HR strategies with organizational strategy but also 

involves aligning these strategies with the external business environment. Environmental factors 

such as market competition, regulatory changes, and technological advancements can influence 

the effectiveness of HR strategies. Consequently, HR leaders need to be cognizant of these factors 

when formulating and implementing HR strategies (Martínez-León, Olmedo-Cifuentes, & Ramón-

Arbués, 2020). 

https://www.youtube.com/watch?v=QgECKi7HwT8
https://www.peoplehum.com/blog/nurture/compensation-workforce-2020/
https://www.peoplehum.com/blog/nurture/compensation-workforce-2020/
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Moreover, the role of HR leaders extends beyond the formulation and implementation of HR 

strategies. They also play a vital role in facilitating the process of strategic alignment. This involves 

communicating the organization's strategic goals to employees, cultivating a culture of strategic 

alignment, and providing the necessary training and support to help employees align their 

individual goals with the organization's strategic objectives. Effective leadership, thus, is key to 

achieving strategic alignment (Yang, Sun, Zhang, & Wang, 2019). 

Based on these studies, it was essential to consider that the interplay between HR strategies and 

strategic alignment is a continuous process, not a one-time event. The dynamic nature of the 

business environment necessitates continuous adjustments to HR strategies to maintain strategic 

alignment. Therefore, organizations need to adopt a proactive and iterative approach to strategic 

alignment, regularly reviewing and adjusting their HR strategies in response to internal and 

external changes (Gonzalez-Perez, Velez-Ocampo, & Herrera-Cano, 2020). 

2.0 Strategic Alignment 

Strategic alignment, often referred to as business-IT alignment, has emerged as a critical area of 

study in organizational management. It essentially refers to the process by which an organization 

ensures a coherent relationship between its business strategy and its various operational 

components, such as its IT infrastructure, HR strategies, and processes (Chan & Reich, 2019). 

Strategic alignment is crucial for organizations as it ensures that all elements of the organization 

are working towards a common goal. This not only fosters a sense of cohesion within the 

organization, but it also streamlines decision-making processes and ensures that resources are used 

effectively and efficiently (Bradley, Pratt, Byrd, Outlay, & Wynn, 2020). 

The importance of strategic alignment is further magnified in the modern business environment, 

which is characterized by rapid technological change and heightened competition. In this context, 

strategic alignment can provide a competitive advantage by enabling organizations to respond 

more quickly and effectively to changes in the business environment (Gerow, Grover, Thatcher, 

& Roth, 2019). Strategic alignment can also foster innovation within organizations. By aligning 

IT strategies with business strategies, organizations can ensure that their technological capabilities 

are leveraged effectively to generate new ideas, improve operational processes, and deliver better 

products and services to their customers (Pappas, Mikalef, Giannakos, Krogstie, & Lekakos, 

2020). 

Furthermore, strategic alignment can enhance organizational performance. Several studies have 

found a positive correlation between strategic alignment and various performance measures, 

including financial performance, operational efficiency, and customer satisfaction (Cumps, 

Viaene, Dedene, & Vandenbulcke, 2019). Achieving strategic alignment, however, is not without 

its challenges. One of the key challenges is managing the interplay between the various 

components of the organization, each of which has its own priorities, cultures, and ways of 

working. It requires effective leadership, clear communication, and a commitment to collaboration 

across all levels of the organization (Tarafdar & Qrunfleh, 2019). Despite these challenges, the 

benefits of strategic alignment make it a worthwhile endeavor for any organization. By ensuring 

that all elements of the organization are aligned with its strategic objectives, an organization can 

enhance its performance, foster innovation, and remain competitive in the fast-paced and dynamic 

business environment (Naranjo-Gil, 2020). 

In addition to enhancing performance and fostering innovation, strategic alignment can also 

contribute to employee satisfaction and engagement. When employees understand how their roles 
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and responsibilities contribute to the organization's strategic objectives, they are more likely to feel 

engaged and satisfied with their work. This can lead to improved productivity and lower turnover 

rates, thereby further enhancing organizational performance (Vazifehdust, Shahnavazi, & Jafari-

Sani, 2019). Strategic alignment also fosters a culture of accountability within the organization. 

By clearly defining roles, responsibilities, and performance expectations, strategic alignment 

provides a framework for holding individuals and teams accountable for their actions. This can 

lead to improved performance at all levels of the organization and can help to foster a culture of 

continuous improvement (Urbach, Smolnik, & Riempp, 2019). 

Another critical aspect of strategic alignment is its role in risk management. A well-aligned 

organization is better equipped to identify, assess, and manage risks. By ensuring that risk 

management strategies are aligned with business objectives, organizations can ensure that they are 

focusing their risk management efforts in areas that are most critical to their success (Urbach, 

Smolnik, & Riempp, 2019). Moreover, strategic alignment is a crucial component of 

organizational success in today's business environment. It enhances performance, fosters 

innovation, improves employee satisfaction and engagement, promotes accountability, and aids in 

risk management. However, achieving strategic alignment requires a concerted effort from all 

levels of the organization and a commitment to ongoing review and adjustment in response to 

changes in the business environment (Naranjo-Gil, 2020). 

3.0 Human Resource Strategies 

Human Resource (HR) strategies are critical components of an organization's overall strategy and 

play a significant role in achieving its objectives. These strategies typically encompass all aspects 

of people management, including recruitment, training, performance management, compensation, 

and employee engagement, among others (Renwick, Redman, & Maguire, 2019). One of the 

primary roles of HR strategies is to ensure that the organization has the right people, with the right 

skills, in the right roles. This involves not only recruiting high-quality employees but also 

providing them with the necessary training and development opportunities to grow their skills and 

capabilities. A well-developed HR strategy can thus help an organization to build a high-

performing and agile workforce that can adapt to changes in the business environment (Heikkilä 

& Brewster, 2019). 

HR strategies also play a key role in employee motivation and engagement. By developing and 

implementing effective performance management and compensation systems, organizations can 

motivate their employees to perform at their best. Similarly, employee engagement strategies can 

help to cultivate a positive work environment, which can lead to improved job satisfaction, lower 

turnover rates, and higher productivity (Kaufman, 2020). In addition, HR strategies are crucial for 

managing diversity and inclusion in the workplace. As workplaces become increasingly diverse, 

it's important for organizations to develop HR strategies that promote inclusivity and equal 

opportunities for all employees. This not only enhances employee morale and productivity but also 

helps to improve the organization's reputation and attractiveness to potential employees (Nishii, 

Khattab, Shemla, & Paluch, 2019). 

HR strategies can also contribute to innovation within the organization. By fostering a culture of 

learning and development, HR strategies can encourage employees to generate new ideas and 

innovative solutions. Moreover, HR strategies can facilitate the implementation of these ideas by 

providing the necessary resources and support (Shipton, Budhwar, Sparrow, & Brown, 2020). HR 

strategies are integral to the success of an organization. They contribute to the development of a 
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high-performing and motivated workforce, promote diversity and inclusion, and foster innovation. 

Therefore, it's vital for organizations to develop and implement effective HR strategies that are 

aligned with their overall business objectives (Chuang, Jackson, & Jiang, 2020).  

The interplay between human resource strategies and strategic alignment is a fundamental area of 

organizational management and has been extensively examined within both conceptual and 

empirical literature in the United States. Strategic alignment refers to the degree of congruence 

between an organization's business strategy and its various internal processes and capabilities, 

including its human resource (HR) strategies (Naranjo-Gil, 2020). On the other hand, HR strategies 

encompass all people management processes such as recruitment, training, performance 

management, compensation, and employee engagement. The alignment of these HR strategies 

with the overall business strategy allows the organization to ensure that its workforce's skills and 

competencies are tailored to support its strategic goals (Renwick, Redman, & Maguire, 2019). 

Moreover, research suggests that the interaction between HR strategies and strategic alignment 

can significantly influence organizational performance and competitive advantage (Heikkilä & 

Brewster, 2019). When the HR strategies are aligned with the overall business strategy, 

organizations can build a workforce that is adaptable, engaged, and capable of driving the 

organization's strategic objectives. Conversely, a misalignment between HR strategies and 

business strategy can result in reduced operational efficiency, lower employee morale, and 

hindered organizational performance. Therefore, achieving strategic alignment between business 

objectives and HR strategies is of paramount importance for organizations seeking to enhance their 

performance and gain a competitive edge in the market (Chuang, Jackson, & Jiang, 2020). 

4.0 Literature Review 

Literature on the interplay between Human Resource (HR) strategies and strategic alignment 

provides valuable insights into this complex and multifaceted relationship. A seminal study by 

Delery and Doty (2023) indicated that the strategic alignment of HR practices positively impacts 

organizational performance. Their research indicated that the alignment of HR strategies with 

business strategies resulted in enhanced firm performance, suggesting the importance of strategic 

congruence between these two aspects. Further reinforcing this point, a study by Wright and Snell 

(2019) argued that an organization's competitive advantage could be significantly enhanced by 

aligning HR strategies with broader business goals. Their research suggested that this alignment 

allows organizations to fully utilize their human capital, which in turn contributes to improved 

performance. Moreover, they posited that misalignment could lead to underutilization of human 

resources and ultimately hinder organizational success. 

In a more recent study, Beer, Boselie and Brewster (2023) empirically examined the effects of 

strategic alignment of HR on firm performance. They found that organizations with highly aligned 

HR strategies exhibited superior performance compared to those with lower levels of alignment. 

Furthermore, they discovered that strategic alignment of HR facilitates the development of 

capabilities that are hard for competitors to replicate, thereby enhancing the firm's competitive 

advantage. On a related note, Bos-Nehles and Bondarouk (2019) examined how HRM practices 

could be aligned with business strategies to enhance innovation. They found that strategic 

alignment of HR fosters an environment that promotes creativity and innovation, thus driving 

business growth and success. This study underlines the importance of HR strategies not just in 

day-to-day operations but also in fostering a culture of innovation. 
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Becker and Huselid’s (2022) work emphasized the importance of an integrated HR system, where 

HR strategies and practices are consistent and aligned, resulting in a system that is more than the 

sum of its parts. The study underlined the importance of alignment both within the HR function 

(internal alignment) and between HR and overall business strategy (external alignment). In sum, 

the empirical literature underscores the importance of the alignment between HR strategies and 

business strategy. The strategic alignment of HR appears to play a critical role in enhancing firm 

performance, competitive advantage, and innovation, thereby validating its importance in 

organizational success. 

A study by Gardner, Wright, and Moynihan (2023) underscored the value of strategic HRM 

practices in creating a positive work environment. This research suggested that when HR strategies 

align with business strategies, employees perceive a more supportive work environment, 

enhancing their commitment and productivity. Adding to the perspective of employees, research 

by Collins and Clark (2020) looked at how strategic HR practices influence knowledge-sharing 

culture. They found that when HR strategies align with organizational strategy, it promotes a 

culture of knowledge sharing, leading to increased creativity and innovation. This evidence implies 

that strategic alignment of HR not only impacts overall performance but also facilitates a culture 

that supports organizational learning and growth. 

Expanding the focus beyond organizational performance, the work of Pfeffer (2022) argued that 

strategic alignment of HR can positively influence broader societal outcomes. This study suggested 

that when companies align their HR strategies with a socially responsible business strategy, they 

can contribute to positive societal impacts, such as enhancing social equality and environmental 

sustainability. This points to the wider implications of strategic alignment beyond the organization 

itself, demonstrating the broader societal importance of aligning HR strategies with business 

objectives. Posthuma, Campion, Masimova, and Campion (2023) provided a meta-analytic review 

of strategic HRM research. They found consistent evidence that the alignment of HR strategy with 

business strategy positively affects organizational performance. However, they also pointed out 

the need for future research to understand better how this alignment affects different types of 

organizations and in varying contexts. This highlights that while the body of empirical literature 

strongly supports the importance of alignment, further investigation into this interplay is warranted 

for continued understanding. 

5.0 Conclusion and Recommendation 

The comprehensive review of the interplay between Human Resource strategies and strategic 

alignment has provided valuable insights into the importance of this relationship for organizational 

performance. Empirical evidence from studies across several decades consistently suggests that 

aligning HR strategies with business goals enhances organizational performance, innovation, and 

competitiveness. This correlation highlights the significance of HR's strategic alignment in driving 

organizational success and underpins the strategic role HR must play in business planning and 

decision making. 

Given the empirical evidence, it is recommended that organizations, regardless of their size or 

industry, should actively seek to align their HR strategies with their business strategies. Such 

alignment not only provides a framework for decision-making in HR but also ensures the effective 

utilization of human capital towards the achievement of business objectives. It is also advised that 

organizations should regularly review and adjust their HR strategies to ensure their alignment with 

changing business strategies. 
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Furthermore, organizations should consider the wider implications of their HR strategies. As 

Pfeffer's (2010) work suggests, aligning HR strategies with socially responsible business 

objectives can contribute to positive societal impacts. Therefore, it is recommended that 

organizations seek to integrate corporate social responsibility into their HR strategies to create not 

only organizational benefits but also societal value. 

The review also highlights the need for further research to gain a more in-depth understanding of 

the interplay between HR strategies and strategic alignment. Future research could investigate this 

relationship in different organizational contexts and across various industries. Additionally, more 

studies could explore how changes in the business environment, such as digital transformation and 

sustainability challenges, are impacting this relationship. 

The interplay between HR strategies and strategic alignment is of significant importance in driving 

organizational success. It is imperative that organizations understand this relationship and 

incorporate it into their strategic planning and implementation. Doing so will enable them to fully 

leverage their human capital, gain competitive advantage, and ultimately achieve their business 

objectives. 
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