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When a person normally thinks about Human Resources and what function they provide to a company, one normally thinks of them as the department that hires and fires employees. Human Resources is the organization within a company that is responsible for managing and developing its human capital. Some areas that fall under the purview of human resources are staffing and recruitment, training and development, employee and labor relations, and compensation and benefits. However, human resources can be used for so much more. 
In examining the question on if strategic management is relevant to the field of human resources, the answer is absolutely yes. “Strategic human resource management involves a future-oriented process of developing and implementing HR programs that address and solve business problems and directly contribute to major long-term business objectives” (SHRM, n.d.). 
Strategic Human Resource Management (SHRM) is all about connecting the strategic goals of a company with the human resources department, in order to cultivate an environment that promotes innovation, and increases motivation, job satisfaction, productivity, and overall work performance. Through strategic human resources management, human resources is responsible for “out-of-the-box” thinking in how they apply human resources policies and principles and will not continue to be known for the administrative day to day tasks for which they are mostly known. 
First, human resources needs to be at the table when is the organizational strategy is being formulated because they more than likely, they will be department that will be responsible for the implementation of the organization’s business strategy. A part of being “at the table” is clarifying where the company is going, if the company is in the right industry, and understanding what the desired results will look like. Knowing this information can help the company to define its strategic goals. A part of strategic human resources management will be taking things like hiring, training and performance planning and linking them to the mission statement, vision and organizational strategy and motivating employees to be onboard with them. Moreover, strategic human resource management is a competitive advantage for any company. A SWOT analysis of human capital is important to conduct, as human resources will want to know what the strengths and weakness are, in addition to identifying any opportunities to capitalize on and way to mitigate threats. 
When it comes to strategic human resources management, HR will need to evaluate employees to see if the right people, with the right skill sets are in the organization. HR will also want to evaluate whether they have the right capabilities to carry out strategic human resources management. This means seeing if everyone has the right training and if they do not, train them up. In addition, if HR doesn’t have the right people, this means hiring the right people to carry out the strategy. After HR has what it needs, it is then that they can work to get the rest of the company in line with the business goals and strategy. Doing this involves determining how many employees with a specific skillset will be needed to carry out the company’s future goals. HR will also need to conduct a resource-based view (RBV) analysis and analyze its internal resources to capitalize on its capabilities and resources in order to obtain a competitive advantage. 
Many companies’ processes rely heavily on the accuracy of HR databases as well as the recruitment, compensation and performance and rewards services that HR provides, so they can provide the best services to their customers. When HR has the ability to have the best systems in place partnered with the needed technology, organizational performance increases and strategic human resource management allows for reduced turnover, lower rates of absenteeism, increased commitment from employees and more job satisfaction. In addition, there is increased productivity, efficiency and quality of work which increases the satisfaction of a company’s customers. As a result, there are higher sales, higher profits, increased growth and more stockholders. No wonder it is not a surprise that strategic management is heavily linked to human resources. Without human resources, a company’s organizational strategy could not be implemented. 
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