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Human Resource Strategies
The general Human Resource (HR) strategy of high-performance management (HPM) seeks to affect the firm's performance in sections such as quality, productivity, customer service level, growth, and returns on production (Armstrong & Taylor, 2020). The strategy incorporates uncompromising recruitment & selection methods, thorough & appropriate training, and management enhancement activities. It also deals with incentive pay systems and performance control procedures. On the other hand, the organizational development (OD) HR strategy employs a systematic method of using behavioral science to assist firms in improving individuals and processes. According to Mishra (2017), the objective of OD is to help individuals perform better within an organizational context. The human capital management (HCM) strategy is a persons' focused approach to HR. It combines various HR processes to perform in unison. The HCM strategy further argues that one can benefit from more practical and cost-effective worker management processes with effective human capital management policies.
In the organizational context, horizontal alignment exists between the HPM general HR strategy, OD strategy, and HCM strategy. Armstrong & Taylor (2020), asserted that horizontal strategy alignment ensures that all firm sectors function coordinatively, not in competition. Horizontal alignment between the overall HR strategy of HPM and OD in several ways. Firstly, Human resource managers have taken steps towards merging the functions of OD and those of high-performance management for the firm’s benefit. For example, the proper training of recruited employees done in high-performance management helps achieve the goal of OD of improving the performance of employees. Additionally, the performance management processes undertaken in HPM simplify the task of OD in achieving meaningful and helpful change for an organization. Finally, the HPM recruitment process has been made rigorous to improve the people side of the business, a key objective of organizational development.
Horizontal alignment also exists between HPM and HCM in several ways. For example, HPM carries out recruitment processes carefully to ensure that the right people are selected for the right job (Gunn et al., 2021). This function horizontally aligns with the HCM’s perspective that views employees as an investment. The high-performance work systems advocated for in HMP comprise practices that facilitate employee involvement, skill improvement, and motivation. These practices are evidence of horizontal alignment with HCM, which considers all parts of the employee life-cycle, from recruitment to retirement. Lastly, both HPM and HCM engage in performance and talent management processes. The performance management method is a collaborative, communication-based procedure where administration and workers design, monitor, and reflect on workers' aspirations, long-term aims, work trajectory, and all-inclusive participation in the firm.
According to Anwar (2016), the cost leadership business strategy comprises attempts by a company to achieve more significant gains and competitive advantage by offering commodities and services at the cheapest costs in the market. Firms use cost minimization techniques to accomplish this, including enhanced functioning efficiencies, improved economies of scale, special access to raw materials, and unique relations with suppliers or customers. A vertical alignment exists between this business strategy and the overall HR strategy of HPM. In this case, vertical alignment dictates that the purpose and goals of the cost leadership business strategy must align with the objectives of HPM (Armstrong & Taylor, 2020). Here, the cost leadership strategy implements various competitive procedures such as quality level and customer service improvement stipulated under HPM to enhance the organization's performance. Also, by applying the concept of economies of scale, cost leadership aligns with HPM since larger economies of scale result in increased productivity.  Vertical alignment also exists in the part of efficiency. Here, cost leaders are often vertically integrated into high-value goods and services. This integration enables them to become the most efficient processors in different stages of the value-added chain. 
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