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Abstract

Concepts of strategic management and human resource management has long been of interest of researchers and
various studies have been done on the relationship between these concepts. In general, researchers believe that
the strategic management of the organization leaves a significant role in human resource management. In this
regard, the present study is an attempt to examine this relationship in the form of a conceptual model includes 12
hypotheses that have been tested and evaluated in the informatics services company with a population of 740
people. In this study, the concept of strategic management in the form of three basic dimensions: 1) strategic
planning, 2) execution of strategy, and 3) assessment strategy has been defined. Human resource management
also consists of four main dimensions: 1) attraction and retain the human resources, 2) perceived organizational
support, 3) normative and affective commitment, and 4) Optional behavior. The results showed that between
strategic management and human resource management are positively and significantly correlated. As the results
showed three independent variables of the study were able to predict more than half of dependent variable
changes of human resource management, among which the variable of evaluation of strategy had the greatest
role .

Keywords: human resource management, strategic management, strategy design, evaluation of strategy, strategy
implementation

1. Introduction

In today's world, organizations are in constant competition. Intensity of competition increases every year and
continuously all of organizations need to improve their organizational performance for the survival and growth.
Today, after years of investigation, the elite and senior managers of organizations have concluded that the most
important assets of companies are their human capitals. According to the conducted research a comprehensive
human resource management increases organizational performance and is crucial in competitive continuous
advantage. Human resource of an organization is a key resource for sustainable competitive advantage and is one
of the main factors of organizational success, too. So, the effective management of human resources has become
one of the most important issues facing organizations to achieve organizational goals. In recent decades, and
following awareness of the importance of the strategic management of this important resource, adopt appropriate
strategies to manage these resources, is the main concern of senior managers of organizations. Strategies
determine a task how an organization in itself create conditions and necessary occasion for gaining competitive
advantage. One of the most important task strategies of any organization are human resource strategies as an
important factor plays a major role in the success of the organization. On the other hand, increased competition
among organizations in recruiting specialist, changes in composition, values and expectations of the labor force,
has caused managers understand the key element of human resources and beside having a strategic look at this
source, decide to implementation of strategies of human resources (Qelich Lee, 2008).

Given a competitive environment in all the today's institutions especially in the informatics services company of
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Tehran it is requires organizations and managers and decision makers seeking competitive advantage to be able
to survive in this environment and one of the issues among which is more important than other is human
resources that with proper management it would be possible.

In order to accomplish the organization's mission that is to attract and recruit new technologies with a evolutional
view and create sustainable value for society, the company from the commencement decided to make a plan for
establishment of the needed infrastructure and the establishment of centers of the executive needs. The main
mission and activity of this company is help to online automation and internet system of country in order to
establish methods and instruments to provide better services. The extent of the needs and complexity of
applicable solutions has led to company of informatics services of Tehran for respond its customers deploy a
wide range of products and services and provide them. So, regarding the topics mentioned in this article we will
try to explain the new concept of strategic management and new human resource management and its functional
areas this questions to be addressed; Firstly, whether human resource management and strategic management is
implemented by managers at a good level and secondly; is there a significant relationship between human
resource management and strategic management or not?

2. Theoretical Basis and Literature
2.1 Strategic Management

Strategic management is the process of ensure the access to benefits caused by the application of appropriate
strategies. According to this statement, an appropriate strategy is defined in accordance with the requirements of an
organization at a given time (Davari and Sazzadeh, 2001).

Strategic management to reach success requires ways that enterprises should use it as a strategic management
tool. Two ways that a company can use them as strategic management tools one is Mackenzie model and other is
Balanced Scorecard which is provided below:

2.1.1 The McKinsey 7S Model

The McKinsey 7S mode is a framework and management model that in an effective and total look express seven
factors to organize a company. These factors determine together the performance of the company. Companies
large and small should examine these seven factors to ensure that strategies are implemented properly. All these
factors are associated with each other and neglect of one can cause problems for the entire company.

2.1.2 Balanced Scorecard System

One of the most famous and best-known models of performance evaluation system is "Balanced Scorecard"
expanded by "Kaplan and Norton" in 1992 and then has been improved. This model suggests to assess
performance of each organization a series of balanced indicators should be used through which senior managers
can have an overview to four key organizational aspects. These different aspects make possible answering the
following four main questions:

1 - How is look to shareholders? (Financial perspective)

2 - In what areas should we good? (Internal perspective)

3 — How customers look us? (Customers perspective)

4 - How can we continue to improve and create value? (Learning and growth perspective) (Misankov et al., 2014).

Balanced Scorecard involves financial indicators that indicate the results of past activities and moreover by taking
into account the non-financial criteria that are prerequisites and driving for future financial performance completes
them. "Kaplan and Norton," believe that having information on these four aspects, the problem of increase and
accumulation of information by limiting used indicators is eliminated. The senior managers also will be forced to
only focus on a limited number of critical indicators. In addition, the use of several different aspects of
performance, prevent the sector optimization (Misankov et al., 2014).

2.2 Human Resource Management

The attitude towards recruitment of persons in organization and the concepts of its scope has been changed.
During the past decades people in the organization was seen as a force to perform specific functions.

But with the arrival of new technologies the nature of work was changed and work required the use of higher
levels of skills and abilities. Willingness to participate in decision-making of subordinates was increased (Nick et
al., 2015). Human resources management concept emerged in the 60s of the twentieth century, but in the 80s of
the twentieth century entered in literature of management (Liudmila et al., 2014). In the 80s of the twentieth
century the concept of human resource management by applying the rules of the final quality management in
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Japan by America, entered to field of management. They recognized that organization staff that called human
resources is important resources that by valuable management approaches and combination of strategic
management rules with human resources the organization can be managed efficiently (Inga, 2014). Human
resources management can be effective in both the private sector and in the public sector. Human resource
management can prevent somewhat institutional corruption in government agencies and in private companies
increase organizational productivity through organizational health promotion (Nicholas et al., 2014).

2.3 Strategic Human Resource Management

Strategic management of human resources includes development and implementation of human resources
strategy process in order linking the policies and procedures and methods of human resources with strategic
goals and objectives of the organization.

The main purpose of strategic human resource management is strategic capabilities creation through assurance
and making sure that the organization has skilled, committed and motivated staff to attempt to achieve
sustainable competitive advantage. Its aim is to establish a sense of purposefulness and directed in environments
often turbulent, thereby the business needs of the organization and the individual and collective needs of its
employees are provided through the design and implementation of coherent and practical policies of human
resources (A'rabi and Mahdieh, 2011).

2.4 Literature

1. Naqi Lu and colleagues in 2014 in a study entitled “evaluation of the effects of strategic human resource
management and human resource management in organizational evolution” found the following results. Given
the dramatic changes in the organizational social environments and the intensification of competition in the
today’s world, organizations more than ever, are looking to attract and more importantly, maintain and develop
of people for implementation of their current and future processes. Today, the importance of human capital has
expanded in all areas so that modern growth theory regards the density of human capital and even considers
human capital as an influential factor in the economic development of the societies.

2. Gholamzadeh and colleagues in 2012 in a study entitled “the planning of strategy of human resources using the
strategic reference points theory (Case Study: colored profile company of desert) achieved the following results.
Human resource strategy is a pattern of decisions that is devoted to policies and procedures of human resources. In
fact, it is the process of development and implementation of human resources to link strategy policies and practices
of human resources with strategic goals of the organization.

3. Lojic and colleagues in 2014 in a study entitled strategic approach to human resources management achieved
the following results. Human resource management is a new approach of management philosophy. The results
show that human resource management resulting from changes in the modern world and to address people and
use of their potential abilities. One of the major differences between human resources management and
personnel management is strategic approach of human resources management. Strategic approach to human
resources management is a developed process.

4. Nekorance and colleagues in 2012 in a study entitled strategic human resource management and army force
found following conclusions. Human resource management is an important part of the strategic management of
an organization that has focused on people. The main role of human resource management is linking
organizational performance and organizational progression. To achieve organizational goals, the main tasks of
senior managers of organization is design key strategies of human resources that are clear enough to can be
properly used in a timely manner.

5. Bal and colleagues (2011) in a study entitled management of new human resources in the 21st century with a
strategic view achieved the following results. Parallel with changes in the global environment, the quality of the
labor force also changes. With the change in the labor force it is also necessary traditional management of
personnel is changed to human resource management. By upgrading human resources strategic view in terms of
academic literature will be achieved and will be very helpful in practice.

3. Research Methodology

The current study is an applied research and the method of data collection is descriptive and correlation. The
population of this study consists of all managers at three levels of senior, middle and operational and experts
working in the company of informatics services of Tehran province that the total number of is 740 people. In this
study to provide the required data in a easier manner, we will use simple non-probability sampling method.

In this study, the independent variable is the strategic management and operationally measurement of it is carried
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out through a questionnaire that its validity and reliability have been approved, and also using a Likert scale has
been scaled. And human resource management is the dependent variable. The questions used in the questionnaire
in terms of content are related to facts or real data and regarding the type of questions in the sample group, will
be considered closed.

Because answers to questions in order to facilitate the extraction and classification and analysis as well as ease in
response are predicted as 5-point the 5-point that to each option a point numerical value is assigned to be studied.
Library research and use of documents can be regarded as secondary data.

In order to determine the reliability test, Cronbach's alpha was used. This method is used for calculating the
internal consistency of measurement tools that measure various characteristics. To use Cronbach's alpha method
SPSS software has been used. To analyze the obtained data from the samples descriptive and inferential
statistical methods were used. In fact, we have tested the variables using descriptive statistics. In this study
descriptive statistics is used to determine the mean and standard deviation parameters. The used tests include:

- Regression Testing

- The correlation coefficient

- Kolmogorov-Smirnov test

4. Data analysis

4.1 Descriptive Statistics

The statistical sample distribution in terms of variables such as gender, age, education, work experience in
organizations is showed in tables 1 through 4.

Table 1. Characteristics of the sample in terms of gender

frequency percent

104 42 Female
146 58 Male
250 100 Total

Table 2. Characteristics of the sample in terms of age

frequency percent

9 4 less than 20
131 52 20-30

95 38 31-40

15 6 more than 40
250 100 Total

Table 3. Characteristics of the sample in terms of education

frequency percent

25 10 diploma or less

160 64 Associate and bachelor
61 24 Master

4 2 Doctoral and more

250 100 Total

Table 4. Characteristics of the sample in terms work experience in organizations

frequency percent

100 40 Less than 5 years
95 38 5 -10 years

46 18 11-15 years

10 4 More than 15 years
250 100 Total
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4.2 Inferential Statistics

To assess the normal distribution of the dependent variable we use this test, if the result is that the data is
normally distributed the Pearson correlation test will be used and in the case of non-abnormal of data distribution
we will use Spearman correlation test that is nonparametric equivalent of Pearson test and the results are
summarized in table 5.

Table 5. The results of Kolmogorov — Smirnov

assessment strategy strategy human optional  affective perceived Attraction
implementation assessment  design resources behavior and organizational and
management normative support retention
commitment of human
resources
1/158 1/571 1/271 1/715 0/532 1/678 1/330 1/115 Kolmogorov
- Smirnov Z
0/140 0/014 0/079 0/066 0/939 0/077 0/058 0/166 Significancy
Normal Non- Normal Normal Normal Normal Normal Normal result
Normal

Considering the results of test variables in the above table shows the result was normal for the independent
variable (due to the significance level of 0.05 was obtained at an acceptable level) so to evaluate the correlation
of variables parametric statistical methods, Pearson correlation coefficient test, can be used and the results of
which are shown in Table 6.

Table 6. Correlation Test Results

P r correlation coefficient sub variable variable

0/013 0/249%* Pearson strategy design Attraction and
0/000 0/523** Pearson strategy implementation retention of
0/000 0/748%* Pearson strategy assessment human resources
0/000 0/369%* Pearson strategy design perceived

0/000 0/568** Pearson strategy implementation organizational
0/000 0/649** Pearson strategy assessment support

0/000 0/420%* Pearson strategy design affective and
0/000 0/327** Pearson strategy implementation normative

0/000 0/400%* Pearson strategy assessment commitment

0/000 0/395%* Pearson strategy design optional behavior
0/000 0/457** Pearson strategy implementation

0/000 0/430** Pearson strategy assessment

p r correlation coefficient sub variable variable

0/000 0/465%* Pearson strategy design Human resource
0/000 0/567** Pearson strategy implementation management
0/000 0/726** Pearson strategy assessment

0/000 0/765** Strategic management

**: Significance at the level of 0/01 error *: Significance at the level of 0/05 error

The significance level for all variables in Table 6 has been obtained at an acceptable level of P<0/05 indicating
the existence of the relationship between independent variables and other variables of study. Also r index is used
to indicate the direction of the relationship and as seen in table 6 the relationship for all have been obtained
positive.
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In general the main goal of multivariate regression use was that linear combination of variables is created in such
a way showing us maximum correlation with the dependent variable. As a result of this linear combination can
be used to predict the dependent variable as well we can evaluate the importance of each independent variable in
intended predict. To assess the normal distribution of the dependent variable and errors of model Kolmogorov -
Smirnov will be used and the results of which are summarized in Table 7.

Table 7. The results of Kolmogorov — Smirnov

Standard errors of the  Standard errors of the Standard errors of the Standard errors of the Standard errors

predicted value of predicted value of predicted value of predicted value of of the predicted

human resource  values attract and perceived affective and  value of optional
management retain human  organizational support normative commitment  behavior
resourcesr
0/929 1/107 0/758 0/614 1/003 Kolmogorov -
Smirnov Z
0/354 0/172 0/614 0/845 0/266 significance

As you can see fitness of the Kolmogorov - Smirnov at the level of significance are more than 0/05 meaning the
dependent variable and the residuals are normally distributed and indicating the fitness of the model. The results
of the regression analysis of research are shown in table 8.

Table 8. Regression analysis results

durbin F R2adj regression significance independent dependent variable
watson coefficients level variable
2/082 135/159  0/580  0/765 0/000 Strategic Human resource management
management
1/991 45/338 0/573  0/112* 0/000 strategy design Attraction and retention of
0/207** 0/017 strategy human resources
implementation
0/676** 0/000 strategy
assessment
2/052 30/313 0/470  0/047* 0/003 strategy design perceived organizational support
0/282%* 0/004 strategy
implementation
0/476** 0/000 strategy
assessment
2/314 10/341 0/601 0/304* 0/004 strategy design affective and normative
0/027** 0/016 strategy commitment
implementation
0/269** 0/014 strategy
assessment
1/915 11/883 0/252  0/204* 0/047 strategy design optional behavior
0/229** 0/046 strategy
implementation
0/209%* 0/037 strategy
assessment

**: Significance at the level of 0/01 error *: Significance at the level of 0/05 error

R2 in the above table is adjusted squared of known multiple correlation coefficient. This coefficient shows the
explanation of variance and the dependent variable changes by independent variables. The value of this
coefficient varies between 0 and 1. The more this coefficient is closer to one it shows that independent variables
have been able to explain a large amount of variance of the dependent variable. In the above table this statistics
for equation is 0/58 indicating three independent variables could predict 58 percent of our dependent variable
changes.
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F indicates whether regression model is an appropriate model or not. In other words, do the independent
variables can explain the dependent variable appropriately or not? The recognition of this issue with significance
of F at error level of smaller or higher than 0/05 is possible that F was obtained in this equation 135/159
indicating this statistic is significant due to obtained amount showing the power of independent variables of
research in explaining the rate of changes the variance of dependent variables.

5. Conclusion

According to the results of study questions in the strategy design part in the organization, the respondents' view
is considered above average and almost it can be said that the level of assessment is good. But in the evaluation
and implementation part respondents' view is considered lower than average indicating the relative weakness of
the organization in the relevant fields. Finally in the human resources management part but respondents view
indicating the strengths of the organization in human resource management in the organization. The mean scores
of views were considered above average. As can be seen, 146 out of 250 equivalent 58% of participants are men
and the rest 104 or 42% are women. The majority of cases are male. Also 44% of respondents (i.e. 109
participants) and 56% are married (i.e. 141 participants). In terms of age 4% had less than 20 years, 52%
between 20 and 30 and 38% between 31 to 40 years and the remaining 6% were over 40 years old. The
educational level of 10% of participants (25 participants) was diploma or less, 64% of participants were associate
and undergraduate (160 participants), 24% were graduate students (25 participants), and 2% of the participants
(4 participants), were PhD. In terms of job position in the organization, 10 participants (4 percent) were manager,
115 participants (46 percent) expert, 25 participants (10 percent) supervisor and 100 remaining participants (40
percent) were incumbent. Finally, in terms of organizational experience 100 participants (40 percent) had less
than 5 years of experience, 95 of them (38 percent) between 5 and 10 years, 46 participants between 11 to 15
years, and 10 remaining participants (4 percent), had more than 15 years of experience.

The results of this study were in line with a lot of research, including the study of Nagqi lu and colleagues in 1393.
This study showed that the role of human resource development should be stronger in achieving the goals of the
organization and a relationship should be established between goals and human resource development activities
with organizational goals.

Rahimnia and Lugmani also conducted a study in 2013 and the aim of this paper is to examine the issue of
diversity management in a comprehensive approach in order to help managers to deal with the inevitable issue of
workforce diversity by a strategic approach and operate this valuable tool for creating competitive advantages for
their organizations. Gholamzadeh and Jalali also in a research entitled Codification of human resources strategy
using the theory of strategic reference points (Case Study: Desert colored profile company) in 2012 tried to after
coordinate processing of obtained data determine the strategic Coordinates of jobs and identify the appropriate
strategic pattern of each category of jobs.

In line with the research subject Ranko and his colleagues also in a research entitled strategic approach to
managing human resources, in this paper clarify the characteristics of the human resources management and
personnel management and their differences and specify the current approach to human resource management.
Allen and Wright (2006) also in a study entitled the human resource management and strategic management
conducted a review and descriptive study about the relationship between two variables of the study.

6. Suggestions for Future Researches

- Respectful researchers can assess this area with other existing models for assessing human resource
management and implement in this issue.

- It also can be for strategic human resource management design a standard in accordance with what exists in
literature or on the site of large and successful companies in international arena or the existing companies,
in other words, compare the organization undergone study with it and present solutions to improve the
projects.

7. Limitations of the Study

- Considering that in addition to strategic management there are other factors that can affect the management
of human resources, so not reviewing the other factors besides factors presented in this study, reduce the
accuracy of the research.

- Due to limitations of the questionnaire questions it was possible that the ultimate goal of study
comprehensively be fulfilled during the design of the questions of questionnaire. So this is other limitations
that we faced in this research.
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