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Abstract: In the era of Industrial Revolution 4.0 and Society 5.0, companies are faced with
the challenge of continuously adapting and improving human resource competencies as the key
to success. High employee performance is crucial, which is influenced by transformational
leadership. An in-depth understanding of effective leadership strategies in supporting positive
organizational transformation is important to study. Although previous research has explored
transformational leadership, comprehensive analysis of leadership strategy variables that support
transformational leadership effectiveness is still limited. This study seeks to fill this gap by deeply
analyzing the leadership strategy variables that are key to the success of transformational
leadership. This study aims to explore and analyze the variables of effective leadership strategies,
especially in the context of transformational leadership. This research uses a qualitative approach

by reviewing 10 related journals, consisting of 7 national journals and 3 international journals,

E-mail: paroli.feb@unsap.ac.id

published in the last 5 years (2018-2023). The data processing technique used content analysis

to identify and examine leadership strategy variables that support the effectiveness of

transformational leadership. The results revealed that effective communication, developing an
inspiring vision, empowering employees, and establishing an organizational culture that supports
change are key leadership strategy variables in supporting the success of transformational
leadership. The findings of this study have important implications for management practitioners
and policy makers in developing effective transformational leadership in organizations. Future
research can further explore the impact of implementing leadership strategy variables on

organizational performance empirically.

Keywords: Strategic Human Resource Management, Psychology, Employee Motivation, Leadership,
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1. INTRODUCTION

Strategic Human Resource Management (SHRM) has emerged as a critical area of study within
the broader domain of organizational management. It involves the alignment of human resource
practices with organizational strategies to achieve competitive advantage and superior performance.
Opver the years, scholars and practitioners have recognized the pivotal role of psychology in shaping
various aspects of SHRM, ranging from employee motivation and engagement to leadership
development and organizational culture. This qualitative research aims to delve deeper into the
interface between psychology and SHRM, exploring the underlying dynamics, mechanisms, and
implications through a comprehensive literature review. Human resources are the cornerstone of
organizational success, serving as the driving force behind innovation, productivity, and profitability.
However, effectively managing human capital requires more than just administrative tasks; it demands
a strategic approach that considers the complex interplay between individuals, groups, and the
organizational environment. SHRM represents this strategic orientation towards human resource
management, emphasizing the integration of HR practices with organizational goals and objectives.
By leveraging psychological principles, organizations can better understand and address the diverse
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needs and motivations of their workforce, thereby enhancing performance and fostering sustainable
competitive advantage.

Within the realm of SHRM, psychology plays a multifaceted role, influencing various dimensions
of organizational behavior and decision-making. One key area of focus is employee motivation, where
psychological theories such as Maslow's hierarchy of needs and Herzberg's two-factor theory provide
valuable insights into the factors driving employee satisfaction and engagement. Moreover, the study
of organizational culture and climate draws heavily from psychological concepts, shedding light on
how shared beliefs, values, and norms shape employee attitudes and behaviors. Additionally, the field
of organizational psychology contributes to our understanding of leadership dynamics, exploring the
traits, behaviors, and styles that are most effective in driving organizational performance. Despite the
growing recognition of the importance of psychology in SHRM, there remains a gap in our
understanding of the nuanced ways in which psychological principles manifest in HR practices and
organizational outcomes. Existing research has primarily focused on quantitative approaches, which,
while valuable for establishing correlations and patterns, often overlook the underlying mechanisms
and contextual factors at play. A qualitative perspective offers a richer and more holistic understanding
of the complexities inherent in the relationship between psychology and SHRM, allowing researchers
to explore the underlying meanings, perceptions, and experiences of individuals within organizational
settings.

This research is particularly relevant in the context of contemporary organizational challenges,
such as increasing globalization, technological advancements, and demographic shifts. In an era
marked by rapid change and uncertainty, organizations must harness the full potential of their human
capital to adapt and thrive. By gaining a deeper understanding of how psychology informs SHRM
practices, organizations can develop more targeted and effective strategies for talent management,
employee development, and organizational change. Moreover, this research has practical implications
for HR practitioners, providing actionable insights that can inform decision-making and enhance
organizational effectiveness. The role of psychology in strategic human resource management is a
complex and multifaceted one, as highlighted by a number of studies. Amritharaj (2019) emphasizes
the importance of understanding the psychology of individuals in the management process,
particularly in the context of planning, organizing, and controlling joint activities. Boudreau (2002)
further underscores the need for collaboration and integration between I/O psychology and strategic
HRM research, particularly in the measurement of human capital and its impact on organizational
success. Troth (2019) rebuts criticisms of the psychological perspective in HRM research, advocating
for a multidisciplinary, multilevel, multistakeholder, and multimethod approach. Coda (2014)
explores the implications of behavioral styles in the HRM department, underscoring the strategic and
operational roles that these styles play. These studies collectively highlight the importance of
psychology in understanding and managing human resources in organizations.

Against this backdrop, the primary objective of this research is to explore the role of psychology
in SHRM from a qualitative perspective, with a focus on synthesizing existing literature and
identifying key themes, trends, and gaps in knowledge. Specifically, the research aims to achieve the
following objectives:

a.  Conduct a comprehensive literature review to examine the current state of knowledge
on the intersection of psychology and SHRM.

b. Identify common psychological principles and theories that underpin SHRM practices
and outcomes.

c.  Explore the ways in which psychological factors influence employee attitudes, behaviors,
and performance within organizational contexts.

d. Investigate the implications of integrating psychological insights into SHRM for
organizational effectiveness and competitive advantage.

e. Provide recommendations for future research directions and practical implications for
HR practitioners and organizational leaders.

This research seeks to contribute to the existing body of knowledge on SHRM by offering a
nuanced understanding of the role of psychology in shaping HR practices and organizational
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outcomes. By adopting a qualitative approach, this study aims to uncover the underlying complexities
and dynamics inherent in the interface between psychology and SHRM, providing valuable insights
for both research and practice.

2. LITERATURE REVIEW

The literature on the intersection of psychology and Strategic Human Resource Management
(SHRM) provides valuable insights into the complex dynamics that underpin organizational behavior
and performance. This review synthesizes existing research to explore the role of psychology in shaping
HR practices, employee attitudes, and organizational outcomes. It begins by defining key concepts
and theories before delving into specific areas of inquiry, including employee motivation, leadership
development, and organizational culture.

2.1. Definition and Theoretical Foundations

Strategic Human Resource Management (SHRM) is a strategic approach to managing human
capital that emphasizes the alignment of HR practices with organizational goals and objectives (Boxall
& Purcell, 2011). It recognizes the importance of people as a source of competitive advantage and
seeks to leverage HR practices to enhance organizational performance. Central to SHRM is the
integration of psychological principles and theories, which provide insights into human behavior,
motivation, and decision-making within organizational contexts. One of the foundational theories in
organizational psychology is Maslow's hierarchy of needs, which posits that individuals are motivated
by a hierarchy of needs ranging from physiological to self-actualization (Maslow, 1943). This theory
has significant implications for SHRM, as it suggests that organizations must address employees' basic
needs for security, belongingness, and esteem in order to foster motivation and engagement. Similarly,
Herzberg's two-factor theory distinguishes between hygiene factors (e.g., salary, job security) and
motivators (e.g., recognition, achievement), highlighting the importance of intrinsic rewards in
driving employee satisfaction and performance (Herzberg, Mausner, & Snyderman, 1959). Strategic
Human Resource Management (SHRM) stands as a cornerstone in contemporary organizational
management, emphasizing the strategic alignment of human capital with organizational objectives
(Boxall & Purcell, 2011). Acknowledging the pivotal role of human resources in gaining and
sustaining competitive advantage, SHRM underscores the importance of leveraging HR practices to
enhance organizational performance. At its core lies the integration of psychological principles and
theories, offering insights into the complexities of human behavior, motivation, and decision-making
within organizational settings.

The seminal work of Abraham Maslow introduced the concept of hierarchy of needs, positing
that individuals are motivated by a hierarchical arrangement of needs, ranging from basic
physiological needs to higher-order self-actualization (Maslow, 1943). In the context of SHRM,
Maslow's theory suggests that organizations must address employees' fundamental needs, such as
security, belongingness, and esteem, to foster motivation and engagement. By aligning HR practices
with these needs, organizations can create a supportive work environment conducive to employee
well-being and performance. Similarly, Frederick Herzberg's two-factor theory distinguishes between
hygiene factors and motivators, highlighting the significance of intrinsic rewards in driving employee
satisfaction and performance (Herzberg, Mausner, & Snyderman, 1959). Hygiene factors, such as
salary and job security, are necessary to prevent dissatisfaction but do not necessarily lead to
motivation. In contrast, motivators, such as recognition and achievement, are intrinsic factors that
stimulate positive attitudes and behaviors among employees. SHRM practitioners can leverage
Herzberg's theory to design reward systems that go beyond mere compliance and inspire employees
to excel.

The integration of psychological principles into SHRM extends beyond motivation to encompass
leadership development, organizational culture, and employee engagement. Transformational
leadership, characterized by charisma, inspiration, and intellectual stimulation, has been associated
with higher levels of employee motivation, satisfaction, and performance (Bass & Riggio, 2006).
Authentic leadership, emphasizing self-awareness and ethical behavior, fosters trust and commitment
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among employees, contributing to a positive organizational culture (Avolio & Gardner, 2005).
Organizational culture represents another critical area where psychology intersects with SHRM.
Social identity theory and organizational socialization provide insights into the formation and
maintenance of organizational culture, highlighting the role of shared beliefs, values, and norms in
shaping employee behavior (Tajfel & Turner, 1986; Schein, 2010). A strong organizational culture
aligned with strategic objectives can enhance employee engagement, cohesion, and performance,
while discrepancies between espoused values and actual practices can undermine organizational
effectiveness (Chatman & Cha, 2003; O'Reilly & Chatman, 1996). The literature on psychology and
SHRM underscores the significance of understanding human behavior and motivation in achieving
organizational success. By integrating psychological insights into HR practices, organizations can
create a conducive work environment that fosters employee engagement, leadership effectiveness, and
organizational culture. However, challenges remain in translating theoretical knowledge into practical
interventions and measuring their impact on organizational outcomes. Future research should
continue to explore the nuances of the psychology-SHRM interface and identify strategies for
maximizing human capital in diverse organizational contexts.

2.2. Employee Motivation

Employee motivation is a central theme in both psychology and SHRM, as it directly impacts
individual performance and organizational effectiveness. Research suggests that intrinsic motivation,
which arises from internal factors such as autonomy, mastery, and purpose, is more sustainable and
effective than extrinsic motivation, which relies on external rewards or punishments (Deci, Koestner,
& Ryan, 1999). Organizations can enhance intrinsic motivation by providing employees with
opportunities for skill development, meaningful work, and autonomy in decision-making (Pink,
2009). Furthermore, self-determination theory emphasizes the role of autonomy, competence, and
relatedness in fostering intrinsic motivation and psychological well-being (Ryan & Deci, 2000).
Employee motivation constitutes a central pillar within both the realms of psychology and Strategic
Human Resource Management (SHRM), exerting a direct and profound impact on individual
performance and overall organizational effectiveness. Extensive research underscores the dichotomy
between intrinsic and extrinsic motivation, elucidating their respective roles in driving employee
engagement and productivity (Deci, Koestner, & Ryan, 1999).

Intrinsic motivation, stemming from internal sources such as autonomy, mastery, and purpose,
emerges as a potent force in sustaining long-term employee commitment and performance. Deci,
Koestner, and Ryan (1999) delineate intrinsic motivation as a key driver of behavior, highlighting its
innate capacity to fuel individuals' passion and dedication towards their tasks. This form of
motivation transcends mere external incentives, operating instead on a deeply personal level wherein
individuals derive satisfaction from the inherent enjoyment and fulfillment derived from their work.
In contrast, extrinsic motivation relies on external stimuli, such as rewards or punishments, to induce
desired behaviors. While extrinsic motivators can elicit compliance in the short term, their efficacy
wanes over time, often failing to cultivate enduring engagement or commitment (Deci, Koestner, &
Ryan, 1999). Organizations cognizant of these dynamics seek to foster intrinsic motivation among
their workforce, recognizing its capacity to engender sustained performance and innovation.

Pink (2009) posits that organizations can bolster intrinsic motivation by providing employees
with opportunities for skill development, meaningful work, and autonomy in decision-making. By
affording individuals a sense of mastery and purpose in their roles, organizations nurture a fertile
ground for intrinsic motivation to flourish. Moreover, autonomy in decision-making empowers
employees to exercise agency over their work, fostering a sense of ownership and accountability that
further fuels intrinsic motivation. The tenets of self-determination theory (SDT) offer additional
insights into the mechanisms underlying intrinsic motivation and psychological well-being within
organizational contexts (Ryan & Deci, 2000). SDT emphasizes the importance of autonomy,
competence, and relatedness in satisfying individuals' innate psychological needs, thereby fostering
intrinsic motivation. Autonomy enables individuals to exercise control over their actions and
decisions, while competence involves the mastery of skills and challenges that are personally
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meaningful. Relatedness, on the other hand, pertains to the sense of connection and belongingness
individuals experience within their social environment.

Incorporating principles from SDT, organizations can design work environments that promote
autonomy, competence, and relatedness, thereby nurturing employees' intrinsic motivation and
psychological well-being. By aligning HR practices with these principles, organizations cultivate a
culture of empowerment and engagement, wherein employees are motivated to pursue excellence and
contribute to organizational success. The literature underscores the pivotal role of intrinsic motivation
in driving employee engagement and performance within organizational settings. By understanding
the nuanced interplay between intrinsic and extrinsic motivators, organizations can design HR
practices that foster a culture of autonomy, mastery, and purpose, thereby unleashing the full potential
of their workforce.

2.3. Leadership Development

Effective leadership is another critical component of SHRM, with psychological theories offering
valuable insights into leadership styles, behaviors, and effectiveness. Transformational leadership,
characterized by charisma, inspiration, intellectual stimulation, and individualized consideration, has
been shown to positively influence employee motivation, satisfaction, and performance (Bass &
Riggio, 2006). Similarly, authentic leadership, which emphasizes self-awareness, transparency, and
ethical behavior, has been associated with higher levels of employee trust, commitment, and
organizational citizenship behavior (Avolio & Gardner, 2005). Effective leadership stands as a
cornerstone within Strategic Human Resource Management (SHRM), playing a pivotal role in
shaping organizational culture, employee engagement, and ultimately, performance. Psychological
theories offer valuable insights into the dynamics of leadership styles, behaviors, and effectiveness,
providing a robust framework for understanding and developing effective leadership practices (Bass
& Riggio, 2006; Avolio & Gardner, 2005).

Transformational leadership represents one of the most widely studied and influential leadership
paradigms, characterized by charisma, inspiration, intellectual stimulation, and individualized
consideration (Bass & Riggio, 2006). This leadership style transcends mere transactional exchanges,
instead focusing on elevating followers' motivations and aspirations, thereby fostering a shared vision
and commitment towards organizational goals. Research indicates that transformational leadership
positively impacts employee motivation, satisfaction, and performance, leading to higher levels of
organizational effectiveness (Bass & Riggio, 2006). Authentic leadership emerges as another
compelling leadership approach, emphasizing self-awareness, transparency, and ethical behavior
(Avolio & Gardner, 2005). Authentic leaders exhibit a genuine alignment between their words and
actions, cultivating trust and credibility among their followers. By fostering a climate of openness and
integrity, authentic leaders engender higher levels of employee trust, commitment, and organizational
citizenship behavior. Research suggests that authentic leadership contributes to a positive
organizational culture characterized by mutual respect, collaboration, and innovation (Avolio &
Gardner, 2005).

In addition to transformational and authentic leadership, other leadership styles and behaviors
have been explored within the context of SHRM. For instance, transactional leadership, characterized
by contingent rewards and corrective actions, has been associated with short-term performance
improvements but may lack the transformative impact of transformational leadership (Bass & Riggio,
2006). Servant leadership, which prioritizes the needs of followers and emphasizes servant-like
behaviors such as empathy and humility, has gained traction as a viable leadership approach that
fosters employee well-being and organizational success (Greenleaf, 1977). Furthermore, contingency
theories of leadership, such as the situational leadership model proposed by Hersey and Blanchard
(1969), underscore the importance of adapting leadership styles to match the demands of specific
situations and followers' developmental levels. By recognizing the contingent nature of effective
leadership, organizations can cultivate leaders who possess the flexibility and adaptability to navigate
diverse challenges and contexts (Hersey & Blanchard, 1969). Effective leadership represents a critical
component of SHRM, with psychological theories offering valuable insights into leadership styles,
behaviors, and effectiveness. Transformational and authentic leadership emerge as particularly
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influential paradigms, driving employee motivation, satisfaction, and organizational performance. By
cultivating leaders who embody these qualities and adapting leadership approaches to match
situational demands, organizations can foster a culture of excellence and achieve sustainable
competitive advantage.

2.4. Organizational Culture

Organizational culture represents the shared beliefs, values, and norms that shape behavior within
an organization. Psychological theories such as social identity theory and organizational socialization
offer insights into the formation, maintenance, and change of organizational culture (Tajfel & Turner,
1986; Schein, 2010). Research suggests that a strong organizational culture that is aligned with
strategic objectives can enhance employee engagement, cohesion, and performance (Chatman & Cha,
2003). However, cultural congruence is also important, as discrepancies between espoused values and
actual practices can lead to employee cynicism and disengagement (O'Reilly & Chatman, 1996).
Organizational culture stands as a fundamental aspect of Strategic Human Resource Management
(SHRM), serving as the bedrock upon which employee behaviors, attitudes, and decisions are shaped.
Rooted in shared beliefs, values, and norms, organizational culture exerts a profound influence on
organizational performance and effectiveness. Psychological theories, such as social identity theory
and organizational socialization, offer invaluable insights into the formation, maintenance, and
evolution of organizational culture (Tajfel & Turner, 1986; Schein, 2010).

Social identity theory posits that individuals derive a significant portion of their self-concept from
their membership in social groups, including organizations (Tajfel & Turner, 1986). Within
organizational contexts, individuals identify with the values, norms, and symbols that define the
organization's culture, leading to a sense of belongingness and group cohesion. This identification
with the organization's culture shapes individuals' behaviors and attitudes, influencing their
interactions with colleagues, adherence to organizational norms, and commitment to organizational
goals. Furthermore, organizational socialization processes play a crucial role in transmitting and
reinforcing organizational culture among new employees (Schein, 2010). Through formal onboarding
programs, informal interactions, and symbolic rituals, organizations socialize newcomers into the
prevailing culture, indoctrinating them with the values, beliefs, and norms that define the
organizational identity. As individuals assimilate into the organizational culture, they internalize its
principles and contribute to its perpetuation through their actions and behaviors.

Research suggests that a strong organizational culture that is aligned with strategic objectives can
yield numerous benefits for organizations, including enhanced employee engagement, cohesion, and
performance (Chatman & Cha, 2003). A cohesive and values-driven culture fosters a sense of purpose
and belongingness among employees, facilitating collaboration, innovation, and collective goal
pursuit. Moreover, a strong organizational culture serves as a source of competitive advantage, as it
enables organizations to differentiate themselves in the marketplace and attract top talent. However,
the congruence between espoused values and actual practices within an organization is equally
important (O'Reilly & Chatman, 1996). When there is a misalignment between stated values and
observed behaviors, employees may become disillusioned and disengaged, leading to decreased
morale, productivity, and organizational commitment. Therefore, organizations must strive to
maintain cultural authenticity and integrity by ensuring consistency between what they espouse and
how they operate on a day-to-day basis. Organizational culture represents a critical aspect of SHRM,
exerting a profound influence on employee behavior, attitudes, and organizational performance.
Psychological theories such as social identity theory and organizational socialization provide valuable
frameworks for understanding the formation and transmission of organizational culture. A strongand
cohesive culture aligned with strategic objectives can enhance employee engagement, cohesion, and
performance, driving organizational success. However, organizations must ensure cultural congruence
to prevent disillusionment and foster employee commitment.
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3. RESEARCH METHOD AND MATERIALS

This research methodology outlines the approach for conducting a qualitative study of literature
focused on exploring the intersection of psychology and Strategic Human Resource Management
(SHRM). Qualitative research offers a nuanced understanding of complex phenomena by examining
the subjective experiences, meanings, and interpretations inherent in the literature. In this study, a
qualitative approach is employed to uncover the underlying dynamics, mechanisms, and implications
of psychological principles in shaping HR practices and organizational outcomes.

3.1. Research Design

The research design for this qualitative study of literature involves a systematic review and
synthesis of existing scholarly works on psychology and SHRM. A thematic analysis approach will be
employed to identify key themes, patterns, and relationships across the literature. This approach
allows for the in-depth exploration of the rich qualitative data contained within the selected literature,
facilitating a comprehensive understanding of the research topic.

3.2. Sampling

The sampling strategy for this study involves purposive sampling of relevant literature from
academic databases, journals, and books. The selection criteria include the relevance of the literature
to the research topic, the credibility of the authors and sources, and the comprehensiveness of the
coverage of key concepts and theories in psychology and SHRM. A diverse range of literature will be
included to ensure a comprehensive exploration of the research topic and to capture various
perspectives and insights.

3.3. Data Collection

Data collection in this qualitative study of literature primarily involves the systematic review and
analysis of secondary sources. Relevant literature will be identified and retrieved using comprehensive
search strategies tailored to academic databases such as PubMed, PsycINFO, and Google Scholar.
The selected literature will then be thoroughly reviewed and analyzed to extract key findings,
concepts, and themes related to psychology and SHRM. Data collection will be iterative, with
ongoing refinement of the search strategy and inclusion criteria as new insights emerge from the
analysis.

3.4. Data Analysis

The data analysis process will involve thematic analysis, which entails identifying, analyzing, and
interpreting patterns and themes within the selected literature. This approach allows for the
exploration of both manifest and latent content, uncovering implicit meanings and underlying
assumptions within the literature. The analysis will be conducted systematically, using techniques
such as coding, categorization, and constant comparison to organize and synthesize the data.
Emerging themes and patterns will be critically examined and interpreted in relation to the research
objectives and theoretical frameworks.

3.5. Trustworthiness and Rigor

To ensure the trustworthiness and rigor of the study, several strategies will be employed. Firstly,
the selection of literature will be based on transparent and explicit criteria, ensuring the credibility
and relevance of the sources. Secondly, the data analysis process will be conducted systematically and
transparently, with clear documentation of the analytical procedures and decision-making processes.
Thirdly, triangulation of data sources and perspectives will be employed to enhance the validity and
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reliability of the findings. Finally, reflexivity will be practiced throughout the study, with researchers
critically reflecting on their own biases, assumptions, and interpretations.

3.6. Ethical Considerations

Ethical considerations in this study primarily revolve around the responsible use of secondary
sources and adherence to academic integrity principles. Proper citation and acknowledgment of
sources will be ensured to uphold intellectual property rights and avoid plagiarism. Additionally, the
confidentiality and anonymity of authors and participants will be respected, with due diligence
exercised in the handling and reporting of sensitive information.

4. RESULTS AND DISCUSSION

The exploration of the role of psychology in Strategic Human Resource Management (SHRM)
through a qualitative perspective with literature review has yielded significant insights into the
interplay between psychological principles and HR practices. This section discusses key findings and
implications derived from the synthesis of existing literature, focusing on the alignment of
psychological theories with strategic HR initiatives and the implications for future research and
practice. One of the primary findings of this study is the pervasive influence of psychological theories,
such as Maslow's hierarchy of needs, Herzberg's two-factor theory, and social identity theory, on
SHRM practices. These theories offer valuable frameworks for understanding employee motivation,
satisfaction, and engagement within organizational contexts. By integrating psychological insights
into HR practices, organizations can tailor their strategies to address employees' intrinsic needs for
autonomy, mastery, and purpose, thereby fostering a supportive work environment conducive to
enhanced performance and well-being. The exploration of the role of psychology in Strategic Human
Resource Management (SHRM) represents a critical endeavor aimed at understanding the intricate
interplay between psychological principles and HR practices. Through a qualitative perspective
coupled with a comprehensive literature review, this study has yielded significant insights into how
psychological theories inform and shape strategic HR initiatives. This section delves deeper into key
findings and implications derived from the synthesis of existing literature, elucidating the multifaceted
nature of the alignment between psychological theories and SHRM practices and exploring diverse
perspectives on this complex relationship.

One of the seminal contributions of psychological theories to SHRM is evident in the pervasive
influence of frameworks such as Maslow's hierarchy of needs, Herzberg's two-factor theory, and social
identity theory. These theories serve as foundational pillars that underpin HR practices by providing
valuable frameworks for understanding employee motivation, satisfaction, and engagement within
organizational contexts (Maslow, 1943; Herzberg, Mausner, & Snyderman, 1959; Tajfel & Turner,
1986). Maslow's hierarchy of needs, for instance, posits that individuals are motivated by a
hierarchical arrangement of needs ranging from basic physiological needs to higher-order self-
actualization (Maslow, 1943). In the context of SHRM, Maslow's theory suggests that organizations
must address employees' fundamental needs for security, belongingness, and esteem to foster
motivation and engagement. Similarly, Herzberg's two-factor theory distinguishes between hygiene
factors and motivators, emphasizing the importance of intrinsic rewards in driving employee
satisfaction and performance (Herzberg, Mausner, & Snyderman, 1959). By integrating insights from
these theories into HR practices, organizations can tailor their strategies to address employees'
intrinsic needs for autonomy, mastery, and purpose, thereby fostering a supportive work environment
conducive to enhanced performance and well-being.

Moreover, the integration of psychological principles into SHRM practices enables organizations
to adopt a holistic approach to human capital management, considering the multifaceted nature of
employee experiences and motivations. From a socio-cultural perspective, social identity theory offers
valuable insights into how individuals' sense of identity and belongingness within social groups
influence their attitudes and behaviors within organizational contexts (Tajfel & Turner, 1986). In
SHRM, understanding employees' social identities and group affiliations can inform diversity and
inclusion initiatives, leadership development programs, and organizational culture interventions
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aimed at fostering a sense of belongingness and cohesion among employees from diverse backgrounds.
By acknowledging and valuing employees' diverse identities and perspectives, organizations can create
an inclusive work environment where individuals feel respected, valued, and empowered to contribute
their unique talents and perspectives.

Furthermore, the alignment of psychological theories with strategic HR initiatives has profound
implications for organizational effectiveness and performance. By leveraging insights from
psychology, organizations can design HR practices that not only attract and retain top talent but also
unleash the full potential of their workforce. For instance, transformational leadership, characterized
by charisma, inspiration, and intellectual stimulation, has been shown to positively influence
employee motivation, satisfaction, and performance (Bass & Riggio, 2006). Authentic leadership,
empbhasizing self-awareness, transparency, and ethical behavior, fosters trust and commitment among
employees, contributing to a positive organizational culture (Avolio & Gardner, 2005). By cultivating
transformational and authentic leadership qualities within their managerial ranks, organizations can
nurture a culture of innovation, collaboration, and continuous improvement, driving organizational
success in a rapidly evolving business landscape. In addition, the integration of psychological insights
into HR practices holds promise for enhancing employee well-being and resilience in the face of
organizational change and adversity. Self-determination theory, for instance, emphasizes the
importance of autonomy, competence, and relatedness in fostering intrinsic motivation and
psychological well-being (Ryan & Deci, 2000). By providing employees with opportunities for skill
development, meaningful work, and autonomy in decision-making, organizations can promote
employee engagement, satisfaction, and resilience in the face of challenges. Moreover, organizational
culture represents a potent lever for shaping employee experiences and perceptions, influencing their
attitudes and behaviors towards work and the organization (Schein, 2010). A strong and cohesive
organizational culture aligned with strategic objectives can enhance employee engagement, cohesion,
and performance, fostering a sense of purpose and belongingness among employees.

Nevertheless, it is essential to acknowledge the limitations and challenges associated with the
integration of psychological principles into SHRM practices. Firstly, the complexity and
heterogeneity of human behavior pose challenges in applying universal psychological principles across
diverse organizational contexts and cultures (Chatman & Cha, 2003). While psychological theories
offer valuable insights into human motivation, cognition, and behavior, their application in practice
requires careful consideration of contextual factors such as organizational culture, industry dynamics,
and individual differences. Secondly, the dynamic nature of organizations and the external business
environment necessitate ongoing adaptation and evolution of HR practices to remain effective and
relevant (O'Reilly & Chatman, 1996). As organizations navigate digital transformation, globalization,
and demographic shifts, HR professionals must continuously update their knowledge and skills to
meet the evolving needs and expectations of employees and stakeholders.

Moving forward, future research in the field of psychology and SHRM should adopt an
interdisciplinary approach that integrates insights from psychology, organizational behavior,
sociology, and other relevant disciplines. By fostering collaboration and knowledge exchange across
disciplines, researchers can gain a deeper understanding of the complex interplay between individual,
group, and organizational dynamics and its implications for HR practices and organizational
performance. Moreover, longitudinal studies that examine the long-term effects of integrating
psychological principles into SHRM practices on organizational outcomes are needed to assess the
sustainability and effectiveness of these interventions over time. By tracking changes in employee
attitudes, behaviors, and organizational performance indicators over an extended period, researchers
can provide valuable insights into the causal mechanisms and long-term impacts of psychological
interventions in organizational settings.

Furthermore, this study highlights the significance of leadership in SHRM, with transformational
and authentic leadership emerging as particularly influential paradigms. Transformational leaders
inspire and motivate employees through charisma, inspiration, and individualized consideration,
while authentic leaders foster trust and commitment through self-awareness and ethical behavior. The
incorporation of these leadership principles into SHRM practices can cultivate a positive
organizational culture characterized by collaboration, innovation, and employee empowerment.
Moreover, organizational culture emerges as a critical determinant of organizational effectiveness,

@ ® @ 2024 The Author(s). This open-access article is distributed under a Creative Commons Page 79 of 82
E—d~EETEl /tribution (CC-BY-SA)4.0license.


https://doi.org/10.1080/xxxxxxxxxxxxxxx
https://goldenratio.id/index.php/grhrm
https://issn.lipi.go.id/terbit/detail/20210426550042328
https://creativecommons.org/licenses/by-sa/4.0/

P. Paroli, Golden Ratio of Human Resource Management, Vol.5, Issue. 1 (2025)

https://doi.org/10.52970/grhrm.v5i1.424 il

Website: https://goldenratio.id/index.php/grhrm ISSN [Online] 2776-6365

with shared beliefs, values, and norms shaping employee behaviors and attitudes. A strong and
cohesive organizational culture aligned with strategic objectives enhances employee engagement,
cohesion, and performance. However, the congruence between espoused values and actual practices
is essential to prevent employee cynicism and disengagement. Organizations must ensure cultural
authenticity and integrity by fostering transparency, consistency, and alignment between
organizational values and behaviors.

The significance of leadership in Strategic Human Resource Management (SHRM) cannot be
overstated, as it plays a pivotal role in shaping organizational culture, employee engagement, and
ultimately, performance. This section explores the transformative impact of leadership paradigms such
as transformational and authentic leadership on organizational effectiveness, with a focus on their
integration into SHRM practices. Transformational leadership stands as a potent force for
organizational change and growth, characterized by leaders who inspire and motivate employees
through charisma, vision, and individualized consideration (Bass & Riggio, 20006). By articulating a
compelling vision of the future and empowering employees to contribute meaningfully towards its
realization, transformational leaders foster a sense of purpose and direction within the organization.
Moreover, transformational leaders cultivate a culture of innovation and continuous improvement by
encouraging creativity, risk-taking, and experimentation (Bass & Riggio, 2006). Through their
visionary leadership and inspirational communication, transformational leaders mobilize employees'
intrinsic motivations, driving higher levels of engagement, commitment, and performance.

Authentic leadership represents another influential paradigm in SHRM, emphasizing leaders' self-
awareness, transparency, and ethical behavior (Avolio & Gardner, 2005). Authentic leaders lead by
example, demonstrating integrity, humility, and a genuine concern for the well-being of their
followers. By fostering trust, openness, and psychological safety within the organization, authentic
leaders create an environment where employees feel valued, respected, and empowered to contribute
their best efforts (Avolio & Gardner, 2005). Moreover, authentic leaders prioritize the long-term
interests of the organization and its stakeholders over short-term gains, embodying a sense of purpose
and mission that transcends individual self-interest (Avolio & Gardner, 2005). The incorporation of
transformational and authentic leadership principles into SHRM practices holds promise for
cultivating a positive organizational culture characterized by collaboration, innovation, and employee
empowerment. Transformational leaders inspire employees to transcend self-interest and work
towards shared goals, fostering a sense of collective identity and purpose within the organization (Bass
& Riggio, 2006). Likewise, authentic leaders create a culture of trust and transparency that encourages
open communication, constructive feedback, and psychological safety (Avolio & Gardner, 2005). By
integrating these leadership principles into recruitment, selection, training, and development
processes, organizations can identify and develop leaders who embody the values and behaviors
conducive to a thriving organizational culture.

Moreover, organizational culture emerges as a critical determinant of organizational effectiveness,
shaping employee behaviors, attitudes, and performance outcomes (Schein, 2010). A strong and
cohesive organizational culture aligned with strategic objectives serves as a powerful driver of employee
engagement, cohesion, and performance (Chatman & Cha, 2003). Shared beliefs, values, and norms
provide a common framework for interpreting organizational events and guiding employee behavior,
fostering a sense of belongingness and identity among employees (Chatman & Cha, 2003). However,
the congruence between espoused values and actual practices is essential to prevent employee cynicism
and disengagement (O'Reilly & Chatman, 1996). When there is a misalignment between stated
values and observed behaviors, employees may become disillusioned and lose trust in the
organization's leadership (O'Reilly & Chatman, 1996). Therefore, organizations must ensure cultural
authenticity and integrity by fostering transparency, consistency, and alignment between
organizational values and behaviors (Schein, 2010).

In terms of implications for future research and practice, this study underscores the need for
continued exploration of the psychology-SHRM interface and its implications for organizational
performance. Future research could delve deeper into specific psychological constructs, such as
motivation, leadership, and organizational culture, and their impact on employee outcomes across
different organizational contexts. Additionally, longitudinal studies could examine the long-term
effects of integrating psychological principles into SHRM practices on organizational effectiveness
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and sustainability. Furthermore, practitioners should leverage psychological insights to inform HR
strategies and interventions aimed at enhancing employee motivation, engagement, and well-being.
By adopting a holistic approach that integrates psychological principles into recruitment, selection,
training, and performance management processes, organizations can create a supportive and
empowering work environment that fosters employee development and organizational success. The
exploration of the role of psychology in SHRM through a qualitative perspective with literature review
has shed light on the intricate dynamics and implications of integrating psychological principles into
HR practices. By aligning HR strategies with insights from psychology, organizations can optimize
their human capital management efforts and create a competitive advantage in the ever-evolving
business landscape. Moving forward, continued research and practice in this domain are essential to
unlocking the full potential of psychology in shaping the future of HR and organizational
management

5. CONCLUSION

The exploration of the role of psychology in Strategic Human Resource Management (SHRM)
through a qualitative perspective with literature review has provided valuable insights into the
dynamic interplay between psychological principles and HR practices. The integration of
psychological theories such as Maslow's hierarchy of needs, Herzberg's two-factor theory, and social
identity theory into SHRM practices offers a robust framework for understanding and optimizing
employee motivation, satisfaction, and engagement within organizational contexts. By aligning HR
strategies with insights from psychology, organizations can tailor their approaches to address
employees' intrinsic needs for autonomy, mastery, and purpose, thereby fostering a supportive work
environment conducive to enhanced performance and well-being. Furthermore, the significance of
leadership in SHRM has been underscored, with transformational and authentic leadership emerging
as influential paradigms. Transformational leaders inspire and motivate employees through charisma,
vision, and individualized consideration, while authentic leaders foster trust and commitment through
self-awareness and ethical behavior. The incorporation of these leadership principles into SHRM
practices can cultivate a positive organizational culture characterized by collaboration, innovation,
and employee empowerment. Moreover, organizational culture emerges as a critical determinant of
organizational effectiveness, with shared beliefs, values, and norms shaping employee behaviors and
attitudes. A strong and cohesive organizational culture aligned with strategic objectives enhances
employee engagement, cohesion, and performance. However, ensuring congruence between espoused
values and actual practices is essential to prevent employee cynicism and disengagement.
Organizations must ensure cultural authenticity and integrity by fostering transparency, consistency,
and alignment between organizational values and behaviors.

The findings of this study have several theoretical implications for the fields of psychology and
HRM. Firstly, the integration of psychological theories into SHRM practices underscores the
importance of interdisciplinary approaches in understanding human behavior and organizational
dynamics. By bridging the gap between psychology and management, researchers can develop more
comprehensive theories and frameworks that capture the complex interactions between individual,
group, and organizational factors. Secondly, the exploration of leadership paradigms such as
transformational and authentic leadership highlights the multifaceted nature of effective leadership
and its implications for organizational culture and performance. Future research could delve deeper
into the underlying mechanisms and boundary conditions of these leadership styles, considering
factors such as organizational context, leadership development, and follower characteristics.

From a managerial perspective, the insights gained from this study have practical implications for
HR practitioners and organizational leaders. Firstly, HR professionals can leverage psychological
insights to design and implement HR practices that foster employee motivation, engagement, and
well-being. By integrating principles of autonomy, mastery, and purpose into recruitment, training,
and performance management processes, organizations can create a supportive work environment that
empowers employees to achieve their full potential. Secondly, organizational leaders can cultivate
transformational and authentic leadership qualities within their managerial ranks to drive
organizational change and foster a culture of innovation and collaboration. By modeling ethical
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behavior, promoting open communication, and fostering a sense of belongingness, leaders can create
an organizational culture that inspires trust, commitment, and resilience among employees.

The integration of psychology into SHRM practices offers a powerful lens through which to
understand and optimize human capital management in organizations. By leveraging insights from
psychology, organizations can create a workplace where employees feel valued, empowered, and
motivated to contribute towards shared goals. Moving forward, continued research and practice in
this domain are essential to unlocking the full potential of psychology in shaping the future of HRM
and organizational management. Through interdisciplinary collaboration and evidence-based
practice, HR professionals and organizational leaders can harness the power of psychology to create
thriving workplaces that maximize human potential and organizational performance.
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