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In today's dynamic and highly competitive business landscape, organisations 
are constantly seeking ways to gain a sustainable competitive advantage. The 
role of human resources has evolved significantly, and strategic human resource 

development (SHRD) has emerged as a key driver in achieving organisational 
effectiveness. This write-up aims to analyse the critical interplay between strategic HRD 
and organisational effectiveness, presenting insights into the latest research and urging 
organisations to embrace this paradigm shift.

Symbiotic Relationship
There is a symbiotic relationship between strategic HRD and organisational effectiveness 
which organisation leaders and managers should understand and manage for future 
success. Developing human resources in an organisation has marked a paradigm shift, 
as it has emerged as strategic HRD (Garavan, 1991; Garvan, Heraty, & Barnicle, 1999; 
Garavan, 2007; Sthapit, 2014; Sthapit, 2021) which is different from ordinary HRD.

While Garavan (2007) and Sthapit (2014) advocated for strategizing HRD, Bennett and 
McWhorter (2021) emphasised on promoting virtual HRD practices to strategize HRD 
in the context of COVID-19 pandemic and on leveraging learning assets to prepare for 
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the future, as organisations anticipate more digital transformation. With limited time 
to adjust to new working arrangements amid the pandemic times, many organisational 
leaders turned to HRD practitioners for assistance to implement agile workforce 
strategies (Yawson, 2020). The responsiveness of HRD to the COVID-19 pandemic is 
testament that HRD is not a static field; it has interdisciplinary roots that allow it to 
incorporate theory and practice towards attaining the goal of improving learning at 
work (McGuire, Germain, & Reynolds, 2021). Bierema (2020) and Liang et al (2022) 
explored how HRD would create a new normal through a bold, critical research inquiry 
that would interrogate exclusion, pursues organisational and social justice, and create 
humanly sustainable organisations and communities. It all requires organisations to 
make HRD truly strategic, so that it is made not only proactive, but also based on its 
long-term goal and environment analysis (Sthapit, 2014; Sthapit, 2021). 

Strategic HRD encompasses a deliberate and proactive approach to aligning human 
resource initiatives with an organisation's strategic goals as well as with other functional 
management strategies (marketing, operations, and finance) and formulating strategies 
based on environmental analysis (Sthapit, 2014; Sthapit, July 2020; Sthapit, 2021). It 
essentially integrates human resource management practices with the organisation's 
strategic objectives and long-term goals. Strategic HRD encompasses activities such 
as talent management, employee training, management development, performance 
management, career and succession planning, and organisational development 
(Sthapit, 2019). Unlike traditional HRD practices, which focus solely on employee skill 
enhancement, strategic HRD seeks to bridge the gap between individual development 
and organisational objectives, resulting in enhanced employee performance and overall 
organisational effectiveness.

SHRD’s contribution to OE
This paper argues that organisational effectiveness (OE) is to be enhanced through 
Strategic HRD. Organisational effectiveness is a multifaceted concept that encompasses 
various dimensions, such as productivity, innovation, employee engagement, and 
adaptability to change. Strategic HRD plays a pivotal role in enhancing these dimensions 
and ultimately improving an organisation's overall effectiveness. This write-up puts 
forth some keyways in which strategic HRD contributes to organisational effectiveness:

	Talent Acquisition and Development: Strategic HRD focuses on identifying and 
attracting top talent, aligning recruitment efforts with the organisation's strategic 
needs (Sthapit, 2014). Once hired, it nurtures and develops employees through 
training, mentoring, and career development programmes. By ensuring a regular, 
strong talent pipeline, strategic HRD fosters a skilled and adaptable workforce that 
positively impacts organisational effectiveness.

	Knowledge Management and Learning Culture: A learning culture is fundamental 
for organisations to stay ahead in a rapidly evolving world. Strategic HRD fosters a 
culture of continuous learning, knowledge sharing, and innovation (Sthapit, 2014). 
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It promotes learning initiatives such as seminars, workshops, e-learning platforms, 
and communities of practice. This knowledge-driven approach enhances employees' 
capabilities, fosters creativity, and stimulates organisational effectiveness.

	Performance Management and Reward Systems: Strategic HRD ensures that 
performance management systems are aligned with the organisation's strategic 
goals (Sthapit, 2019). It establishes clear performance expectations, provides timely 
feedback, coaching and mentoring, and rewards high performance. By fostering a 
performance-oriented culture, strategic HRD encourages employees to strive for 
excellence, leading to enhanced organisational effectiveness.

	Change Management and Organisational Agility: In today's VUCA (volatile, 
uncertain, complex and ambiguous) business environment, organisations must 
be agile and responsive to change (Sthapit, 2020 June; Sthapit, 2021 December). 
Strategic HRD equips employees with the necessary skills and mindset to adapt 
to change effectively. By providing change management training, facilitating 
communication, and promoting a supportive work environment, strategic 
HRD enables organisations to navigate change successfully, maintaining their 
effectiveness amidst uncertainty.

	Leadership Development and Succession Planning: Strategic HRD identifies and 
nurtures future leaders within the organisation. By implementing robust succession 
planning processes and leadership development programmes, organisations 
can ensure a steady pipeline of talent to fill critical roles. Effective leadership 
development not only strengthens organisational resilience but also aligns 
leadership competencies with the organisation's long-term strategic vision.

Conclusion
The interplay between strategic HRD and organisational effectiveness is undeniable. 
As organisations navigate an increasingly complex and volatile business landscape, 
strategic HRD has emerged as a catalyst for achieving organisational effectiveness. 
Modern organisations can optimise their human capital, enhance performance, and 
gain a competitive edge by aligning HRD practices with strategic goals and fostering 
a culture of continuous learning, innovation, and performance (Sthapit, 2014; Sthapit, 
July 2020; Sthapit, 2021); it paves the way for their future growth and prosperity. 
Organisations that recognise the strategic importance of HRD and proactively invest in 
developing their human capital stand a better chance of achieving sustained success. The 
time has come for organisations to embrace strategic HRD as an integral component of 
their overall strategic management approach.

References
Bennett, E. E., & McWhorter, R. R. (2021). Virtual HRD’s role in crisis and the post COVID-19 

professional lifeworld: Accelerating skills for digital transformation. Advances in Developing 
Human Resources, 23(1), 5-25. DOI: 10.1177/15234223209732

https://doi.org/10.1177/1523422320973288


X

Bierema, L.L. (2020). HRD research and practice after ‘The Great COVID-19 Pause’: The time is 
now for bold, critical, research. Human Resource Development International, 23(4), 347–360. 
DOI: 10.1080/13678868.2020.1779912

Garavan, T, Heraty, N., & Morley, M. (1999). Actors in the HRD process: An exploratory study. 
International Studies of Management & Organization, 28(1): 114-135. Retrieved from: http://
www.jstor.org/stable/40397399.

Garavan, T.N. (1991). Strategic human resource development. International Journal of Manpower; 
12(1), 21-34. DOI: 10.1108/EUM0000000000889

Garavan, T.N. (2007). A strategic perspective on human resource development. Advances in 
Developing Human Resources, 9(1): 11-30. DOI: 10.1177/1523422306294492.

Garavan, T.N., Costine, P., & Heraty, N. (1995). Emergence of strategic human resource 
development. Journal of European Industrial Training, 19(10): 4-10. DOI: https://dx.doi.
org/10.1108/03090599510095816

Liang, X.; Zhang, X.; Paulet, R.; Zheng, L.J. (2022). A literature review of the COVID-19 pandemic’s 
effect on sustainable HRM. Sustainability, 14(5), 2579. DOI: 10.3390/su14052579

McGuire, D., Germain, M.L., & Reynolds, K. (2021). Reshaping HRD in light of the COVID-19 
pandemic: An ethics of care approach. Advances in Developing Human Resources, 23(1), 26-
40. DOI: 10.1177/1523422320973426

Sthapit, A. (2014). A strategic perspective on human resource development in Nepal. [Unpublished 
PhD thesis] submitted to the Faculty of Management, Jodhpur National University, Jodhpur, 
Rajasthan, India. DOI: 10.13140/RG.2.2.35359.46245

Sthapit, A. (2019). Human resource development: Exploring the components beyond traditional 
taxonomy. Kosh: The Journal of Employee Provident Fund, 86(1), 179-188. 

Sthapit, A. (2020 July). Evaluation of strategic factors in HRD practices of Nepali banks: Towards 
building an SHRD model, Asia Pacific Journal of Management and Education, 3(2), 67-92.. 
DOI: 10.32535/apjme.v3i2.848

Sthapit, A. (2020 June). The VUCA world: What the management is for?. Journal of Business and 
Social Sciences Research, 5(1). DOI: https://doi.org/10.3126/jbssr.v5i1.30194

Sthapit, A. (2021 December). Managing in the pandemic-induced era: HR competency is the key. 
Journal of Business and Social Sciences Research, 6(2). DOI: https://doi.org/10.3126/jbssr.
v6i2.44716

Sthapit, A. (2021). Organisational manoeuvres to manage human resource development 
strategically: A review of strategic HRD factors, PYC Nepal Journal of Management, 14(1), 
1-15. DOI: https://doi.org/10.3126/pycnjm.v14i1.41023

Sthapit, A. (2022 June). Effective HR management: A must for organisations in turbulent times. 
[Keynote speech at the plenary session] 2nd National Conference on Role of Management in 
Economic Development, Khwopa College (TU), University Grants Commission: 13-14 June 2022.

Yawson, R. (2020). Strategic flexibility analysis of HRD research and practice post COVID-19 
pandemic. Human Resource Development International, 23(4), 406–417. DOI: 
10.1080/13678868.2020.1779169

 ISSN: 2542-2812 e-ISSN: 2631-2433

Journal of Business and Social Sciences Research (JBSSR)
(The double blind, peer-reviewed journal of Ace Institute of Management)

 Vol. 8 No. 1 June 2023

https://doi.org/10.1080/13678868.2020.1779912
https://doi.org/10.1177/1523422320973426
https://doi.org/10.3126/jbssr.v5i1.30194
https://doi.org/10.3126/jbssr.v6i2.44716
https://doi.org/10.3126/jbssr.v6i2.44716
https://doi.org/10.3126/pycnjm.v14i1.41023
https://doi.org/10.1080/13678868.2020.1779169

