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STRATEGIC HUMAN RESOURCE 

MANAGEMENT AND COMPETITIVE 

ADVANTAGE 
 

Abstract: Contemporary environment in which organizations 

operate today imposed a number of human resource 

management challenges for which there are no ready-made 

solutions and recommendations. Rapid changes are 

characteristic of the market, which is expected to be further 

intensified during the XXI century, significantly influence the 

change of strategic objectives and the nature of the problems 

that companies face, which has significant implications for 

employment, and hence on human resources management in 

the organization. The focus of the business is increasingly 

moving on: cost reduction, quality and diversity in relation to 

competitors, business transfer and dislocations of the 

individual business functions, changing the nature of work, 

changing the structure of the employees and management 

through temporary employment, flexibility and creating a 

shallow organization to eliminate needless level management, 

problem of loss of identity of employees with the company in 

which they work and significant layoffs. It is expected that in 

such a new business environment is a key instrument of 

strategic management be human resource management. 

Actually the idea of this paper is to point that the strategic 

management of human resources can provide a competitive 

advantage of the company. 

Keywords: strategic management, human resources, 
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1. INTRODUCTION  
 

The HR function is constantly faced with 

justifying their positions in organizations. 

When you are doing well, the company easily 

justify the cost of training, employment, 

awards, as well as systems for the introduction 

of employees in the business, but when faced 

with financial difficulties, human resources are 

the first to be  subjected to austerity measures. 

Areas of strategic human resource 

management, which is dedicated to the research 

of the role of human resources in support of 

business strategy provided an opportunity for 

the companies to point out the importance of 

human resources. Establishing a connection 

between strategic planning and human 

resources management marked the beginning of 

the field of SHRM, but  its realization didn’t 

happen until the early eighties with Devane. 

Article Fombruma and Tihi (1984) is dedicated 

to intensive research links between business 

strategy and human resources. Since then, the 

evolution of strategic human resource 

management consistently monitors (several 

years) developments in the field of strategic 

management. For example, Miles and Snow's 

types of organizations [17] later expanded and 

covered their supporting systems of human 

resources [18]. 

Although the area of strategic human 

resource management is not directly derived 

from the strategic management it is clearly a 

subordinate to its development. The reason is 

mainly because the emphasis in the literature of 

strategic management strategy moved from 

external factors, such as the position of industry 

according to internal company resources when 

choosing resources competitive advantages. 

More often, the acceptance of internal resources 

as a source of competitive advantage has given 

legitimacy to claim those dealing with human 

resource people are of strategic importance for 

the success of the company. 
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Thinking about a company based on 

human resources definitely marked the first 

coherent support this approach in strategic 

management [19]. 

 

 

2. INNOVATIONS IN THE 

MANAGEMENT OF HUMAN 

RESOURCES 
 

To make the organization competitive, you 

must find the right way how to manage human 

resources, because employees are not only one 

of the most important but also the most 

expensive and sometimes the most problematic 

resource. The importance of human resources is 

growing, and therefore the management has 

become a strategic interest organization which 

is engaged in higher levels of management. 

Some critics say that the term "human 

resources" is humiliating for employees 

because they feel that a man should not be 

regarded as an object and as an appendage of 

the machine. Because people are the biggest 

asset of the organization, it is impermissible to 

bring into line with the money, machine, and 

information, especially if it pursues building a 

more humane relationship between the owners 

of capital and owners of labor. I can no longer 

favor terms that evoke the old models of 

governance, management, ordering, control and 

punishment. On the other hand, supporters of 

identifying people with the resources, consider 

that finally prevents the continuation of the 

practice according to which the material, 

financial and other resources of the 

organization, in the past were treated more 

favorably than employees. Also under the 

human resources are no longer considered only 

employees, but also their quality and results, 

features, capabilities, values and skills. The task 

of management is no longer just finding the 

required number of people with the right 

qualifications but also their mobilization, 

developing and improving the potentials and 

directing towards achieving organizational 

goals, and consequently their personal interests 

and goals. 

Competitive advantage includes those 

features, resources, relationships and decisions 

that allow the company to capitalize on 

opportunities and avoid dangers in its activity 

[13]. Achieving competitive advantage through 

human resources demands that these activities 

are handled from a strategic perspective. Of 

course, it is necessary to take into account a 

number of trends in the external environment. 

Among the trends that have important 

implications for the management of human 

resources, the most important are as follows: 

The slowdown in economic growth have 

provoked in the 1990s of the twentieth century 

a powerful wave reducing and release a large 

number of employees. The focus of the 

business is increasingly shifted to temporary 

employment, flexibility and creating shallow 

organizations to eliminate unnecessary levels of 

management, the problem of loss of identity of 

employees with the company in which they 

work and significant layoffs. Therefore human 

resources management has a major role in the 

solution of  these problems. 

The rapid development of the Internet in 

the last few years is likely to be one of the most 

significant changes in the environment, with 

strong implications for the organization of 

human resources management. The Internet 

revolution has produced significant effects on 

employment, among which the most important 

are: the development of literacy and 

communication skills of employees, 

redefinition of many jobs, the elimination of 

barriers in the labor market, better treatment of 

employees in order to reduce the probability of 

leaving the organization, dissemination 

practices (online) learning. All this requires the 

implementation of a more general managerial 

focus in the management of human resources, 

due to the increased availability of multitasking 

a number of different activities. 

On the other hand, the development of the 

Internet significantly accelerates the process of 

globalization and the highest number of large 

companies through joint ventures created 

international companies were to perform a new 

business or to secure a presence on the markets 

of other countries without the establishment of 

special branch. That is why in recent times 

international human resource management has 

become more important for a growing number 

of companies around the world. 

For many authors, one of the most 

important sources of development functions is 

human resource management in recent years, 

with the duty of companies to respect strict 

legislation in the field of labor and employment 

relations. This primarily refers to respect the 

rights and ensure equal treatment of national 

minorities and other "sensitive" social groups, 

such as women, members of other races, people 

with disabilities, people with AIDS, war 
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veterans, employees older than forty years and 

so on. The introduction of social functions in 

the organization and will require a change in 

the management of human resources in terms of 

adjustment to new requirements. 

Changes in the characteristics of the labor 

force are going in the direction of increasing 

the degree of diversification of the working age 

population in two dimensions: the primary, 

including age, sex, race, nationality, physical 

ability, sexual orientation and secondary, such 

as education, previous work experience, 

parental status, marital status, religious beliefs, 

military experience, geographic location, 

income level. 

The most significant changes in terms of the 

characteristics of the labor force is reflected in 

the increasing participation of women in the 

working age population and an increase in the 

average age of employees. Some estimates 

indicate that in the middle series, the U.S. 

population is projected to grow from 252 

milion in 1991 to 383 milion in 2050, a 50 

precent increase. Even so, after 2020 the U.S 

would grow more slowly than ever before. 

From 2020 to 2030 the survivors of the baby 

boom cohort will enter the 65 and over age 

[24]. It raises, on the one hand, the challenge of 

management of human resources in terms of 

training and retraining of older employees in 

line with technological changes, but on the 

other hand, that young employees a chance for 

career advancement despite the large number of 

older colleagues in higher hierarchical positions 

 

 

3. CHALLENGES OF HUMAN 

RESOURCES MANAGEMENT IN 

MODERN ENVIRONMENT 
 

Changing market conditions reduce many 

traditional sources of competitive advantage, 

such as patents, access to capital, market 

regulation and their importance in the current 

economic environment, compared to the past. 

This does not mean that they are not more 

important, but that in a global economy that 

demands innovation, speed, adaptability and 

low cost, make no difference for the company 

as they used to. Instead these are now relatively 

more influential competence and skills of 

employees, which helps develop new products 

and provide "customer service" world-wide and 

helps organizational strategy. 

The observed trends are influencing a new 

approach to human resources management stim 

that during the last decade, there have been 

dramatic changes in the field of human 

resources management. This change has 

expanded the focus of research on human 

resource management of micro-analytical 

research that dominated in the past to the macro 

or strategic perspective. Strategic perspective of 

human resources that is called strategic human 

resource management, resulting from the desire 

of people who were involved in research to 

demonstrate the importance of applying human 

resources to the organization. 

The basic premise is the adoption 

underscores the idea that management is 

moving from the idea that in human resource 

management is an essential strategic approach 

and defined strategy. If this assumption is 

correct, then a large number of variations in the 

application of human resource management in 

organizations can be explained by the 

organization's strategy. For example, an 

organization following a different strategy, 

using different approaches in the management 

of human resources. 

The role of human resource management 

in many organizations is a turning point. On 

one hand,  the functions of human resource 

management is in crisis, we are constantly 

under pressure to justify ourselves, faced with 

the very real prospect that a large part of the 

traditional responsibilities might be written off. 

On the other hand, organizations have the 

opportunity to unprecedented re-focus and to 

determine their own systems of management of 

human resources as strategic. Transforming the 

crisis into opportunities requires a new 

organizational system perspective of human 

resource management. Basically, this 

perspective requires that the human resources 

manager focuses on identifying and resolving 

the essential elements of human capital for 

important business problems. 

Unlike conventional, this form of 

intellectual or organizational capital is largely 

invisible, and therefore does not appear on the 

balance sheet Company. Although it is 

intellectual, organizational capital invisible 

sources of capital are not. They are located in 

the capable, motivated and flexible job forces 

in the system of management of human 

resources to be nurtured and developed. The 

abilities of these people reflected in 

conventional measures company profitability. 

Intellectual capital represents a fragment of 

increasing firm's total assets, and the role of 
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strategic human resource management becomes 

more critical. Such systems as sources of 

organizational capabilities allow companies to 

study and capitalize on new opportunities. The 

function of human resources management, 

which traditionally focuses on the transactions 

and applications, was and is considered the 

center. In contrast, the human resources 

management system, which develops and 

maintains Company strategic infrastructure 

should be viewed as an investment, as an 

essential part of the infrastructure that supports 

this valuable process of creation, and is a 

potential strategic lever for the organization. 

Systems of human resources management 

policies represent an option with a very 

accessible and additional revenue. 

A strategic approach to human resources 

management seeks to emphasize the creation 

behavior of employees who are focused on key 

business priorities, which in turn make profits, 

growth and ultimately market value. 

So, here is presented theoretical and 

empirical support for the claim that the new 

role of human resource management through 

the company is essential. An important first 

step is the development of systems and human 

resources managers. In contrast to the 

functional aspect of human resources, systems 

perspective emphasizes again the inter-

connection in the recruitment function 

associated with the system of selection, which 

in turn provides a logical investment in the sub-

system training. Performance management and 

compensation system must define the desirable 

behavior of employees and to reward this 

behavior significantly, when results were 

achieved. Equally important is the development 

of objectives and desired behavior of 

employees, as well as rewarding by the human 

resource systems-all in order to focus on 

achieving critical priority work. 

To human resources manager and a group 

of human resources have become a valuable 

source of creation for the company, it takes 

more than random reminders necessary 

connections within the human resources related 

to the essential functional responsibilities. He 

comes from four levels of professional intellect 

within the organization: cognitive knowledge, 

advanced skills, and understanding of self / 

own initiative motivated creativity. 

Traditionally, the manager of human resources 

is understood to possess cognitive knowledge 

and advanced skills / abilities. For the firm's 

human resource management system that have 

strategic impact, to be a source of value, 

however, the most important is that human 

resources managers develop the capacity to 

understand the system. The prospect of the 

system is crucial because it too, offers a good 

knowledge of network reasons-and-effect link 

and  professionals the ability to solve large and 

complex problems, creating extraordinary value 

by participating in interactions and unintended 

consequences ... Based on empirical work and 

experiences from a wide range of companies, 

the lack of evaluation of these interactions and 

unexpected consequences, called "lethal 

combination" and "strong connection / 

connections", is the biggest challenge faced by 

traditional human resource managers,during the 

real transition to become true business partners. 

"Deadly combination" develops when 

companies adopt the policy and implementation 

of human resource management that may make 

sense in isolation, but when you evaluate it in 

the context of other human resources 

management application developed by the 

company, it can be a recipe for disaster. Simple 

examples of this can be seen in companies that 

invest in sophisticated performance 

management system just for compensating the 

adoption of policies that help achieve the small, 

significant economic difference between the 

results of employees of higher rank and lower 

rank; or companies that encourage their 

employees to work together in teams, but then 

provide raises based only on individual 

contributions. "Powerful connections / links" 

reflect the synergies that can happen when you 

go back to the economic aspect of the whole 

system of human resource management in the 

parts of the same. These findings reflect the 

gains of synergy-better candidates, more 

talented employees and human resource 

management system which can recognize and 

reward these talented employees for their 

extraordinarily good work. 

A more complex example of this type of 

synergy, which reflects "lethal combination" 

and "powerful link is based on much empirical 

research. Although this promotion can serve as 

a basis for building core competence, it can also 

turn into a bad performance, "civilian service" - 

when compensation and advanced opportunities 

are not aligned with performance. In this case, 

the dimensions of promoting "civil service" is 

mitigated by other elements of human resource 

management that assist the development of 

capable and motivated workforce. 

These same "lethal combination" and 
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"strong connection" probably will not be in 

every company, or even in the majority. If these 

synergies and unexpected consequences are 

assembly, there will be a common 

organizational experience or the correct answer. 

The only way that an organization can not hope 

for system identification of human resources 

management human resources management 

which is appropriate to adopt the perspective of 

the system. This means that the priorities of 

work of water development systems for human 

resources management, and evaluation of any 

element of the system (recruiters. Selection etc. 

is always viewed within the context of other 

elements of the system and the business 

priorities of the organization). 

 

 

4. CONCLUSION 
 

Supporting the notion that human 

resources have an important impact on the 

value in the separation of the traditional vision 

of human resources, research that confirms the 

allegations that the system of human resources 

can potentially pose a strategic addition to the 

organization. The key to realizing this potential 

is to be human resources, first seen as a system 

that is characterized by synergies such as 

"strong ties" and "deadly combination" 

mentioned before. When it comes to this, it 

takes a fundamentally different perspective of 

human resources: perspective probably more 

accurately defined as the management of 

human capital rather than as human resources 

management. The concept of management of 

human capital underlines the key point-that the 

human resources of the company and its human 

resources management system can be more 

than the cost, to minimize. Human resources 

companies have additive value corresponding 

to the present value of future cash flow, derived 

from the skills, motivation and capabilities to 

adapt manpower. It is necessary that the 

manager and the head of which share the views 

of the one crucial question concerns: How to 

create a strategy of human capital associated 

with the priorities of work and capable of rapid 

adaptation to variable competitive market? 

In the past, market conditions did not 

require a perspective of human capital. The 

function of human resource management could 

be focused mainly on transactions and 

compliance with low cost. If HR managers 

want to develop into managers of human 

capital, they must meet a drastically different 

set of requirements. For example, this 

capability can be classified into three domains: 

knowledge jobs, expertise in the field of human 

resource management functions and 

management changes. Show that the 

aforementioned capabilities in each of these 

domains are associated with greater efficiency 

functions of human resource management. 

Most human resource managers achieve 

success in the field of expertise on management 

of human resources, but their knowledge of 

sources of work and competitive advantages, 

the dynamics of the industry as well as a set of 

skills associated with management changes, are 

generally less developed. But these are the 

skills that are necessary for the management of 

human capital. Similarly, one can distinguish 

two important capabilities that help managers 

of human resources to develop effective 

systems of human resources management. 

Professional skills of managers of human 

resources related to traditional human resource 

management, such as compensation, selection 

and so on. On the other hand, there are age-

related work, which reflect the understanding of 

the business and competitive strategy. Both 

types contribute to the efficiency of human 

resource management, which in turn has a 

positive effect on several measures related to 

company performance. The conclusions 

highlight the following: professional skills of 

managers of human resources are necessary but 

not sufficient in itself, for better performance of 

the company, and more importantly, age-related 

jobs human resource managers are not only 

underdeveloped in most businesses, but are also 

the largest economic area opportunity. 

Strategic approach aims to provide a 

competitive advantage through proactive 

human resources. Sources advise maintaining 

the competitive advantages of the company to 

the extent that it is difficult or impossible to 

duplicate the same, that there is no direct 

replacement and the ability of other companies 

to "chase" opportunities. This view is based on 

the premise that the human resources and 

organization, rather than financial, physical and 

technical resources, can provide the company 

with a sustainable kompetivnom advantage, 

because it is extremely difficult to portray the 

same. 

Bearing thet in mind, human resources 

management should ideally work to increase 

Firmin, competitive position, creat superior 

skills / abilities of human capital, experience 

and knowledge that will contribute to the 
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economic value of the company. How well will 

these goals be achieved, determines the overall 

effectiveness of human resource management. 

Effectiveness of human resource management 

can be defined as "the delivery of strategic 

human resource management, high quality". 

Successful implementation of policies and 

implementation of human resource 

management. remains a problem, making 

effectiveness unclear. Many companies can 

adopt the policy or the application of 

institutucionih reason, in contrast to those 

policies inserted to provide power organization. 

We can distinguish two types of effectiveness. 

Technical effectiveness of human resource 

management includes the use of traditional 

approaches in human resource management, 

such as recruitment and selection, effectively. 

Effectiveness of strategic human resource 

management, in contrast to this, ranging from 

the creation of company complexity of human 

resources through innovations such as a 

business based on teamwork, flexible 

workforce and to strengthen the powers / rights 

of employees. Later effectiveness of strategic 

human resource management, company has a 

special ability that provides economic benefits, 

that are not ready for duplication through 

competitive action. Therefore, consistent with 

this view, an analysis of the following: 

Companies that approach to strategic 

human resource management achieve 

competitive advantage.  
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