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Abstract 

This study explores how modern HRM strategies and design principles boost organizational 

performance in changing environments. Using qualitative analysis of literature, it highlights 

agile structures, tech-driven HR analytics, and employee-focused policies as key drivers of 

adaptability and engagement. Findings show that flexible, decentralized models aligned with 

strategic HRM outperform traditional setups. It bridges gaps between old HR practices and 

current demands, offering a new framework based on theory and strategy. The research 

informs both scholars and managers on how to refine HR systems and reshape organizations 

for long-term success in a digital world 
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INTRODUCTION 

In today’s dynamic and competitive global environment, the structure and manage-

ment of human resources have become central to organizational success. The 

traditional models of organizational hierarchies and static human resource practices 

no longer align with the demands of digital transformation, globalization, and agile 

operational models (Ulrich, 2023). The increasing complexity of business environments 

compels organizations to rethink not only their strategic objectives but also how they 

organize human capital to achieve those goals. Human Resource Management (HRM) 

and organizational structuring, when designed thoughtfully, become powerful levers 

for performance optimization, allowing firms to adapt quickly, foster innovation, and 

remain resilient in times of change (Boxall & Purcell, 2021, p. 73). 

Over the past two decades, organizational theory has shifted towards recognizing the 

interdependence between organizational design and HRM practices. This 

transformation has led to a more integrative perspective, where strategic HRM is not 

merely administrative but becomes embedded in business strategy execution 

(Kaufman, 2022). Consequently, the alignment between organizational architecture 

and HR systems plays a crucial role in shaping employee behavior, motivation, and, 

ultimately, organizational performance (Alfes et al., 2022). The literature increasingly 

supports the idea that adaptive and participative structures—such as flat hierarchies 

and team-based configurations—can significantly improve organizational 

responsiveness and workforce engagement (Mintzberg, 2024). 

Nevertheless, despite the growing interest in contemporary HRM and organizational 

design, significant gaps remain in understanding how these elements function 

together in diverse contextual settings. Much of the existing research emphasizes large 

Western corporations, leaving out insights from small-to-medium enterprises or 

institutions in emerging economies (Ployhart et al., 2023). Additionally, there is a 

scarcity of empirical frameworks that combine strategic HRM and structural design 

into a cohesive model for performance enhancement. While individual studies have 

examined HR analytics, agile structures, or talent management in isolation, few have 

synthesized these elements within a unified organizational performance paradigm 

(Collings et al., 2022). 

The theoretical foundation for this study is built on contingency theory and resource-

based views, which suggest that no single best way exists to organize work and that 

performance depends on the fit between organizational variables and environmental 

demands (Barney, 2020, p. 45). In practice, organizations that align their HRM practices 

with appropriate structural models tend to experience greater operational coherence 

and goal attainment. However, evidence supporting these assertions remains 
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fragmented, and practitioners often struggle with implementation due to a lack of 

integrative frameworks and context-specific guidance (Schuler et al., 2023). Thus, the 

study aims to address this void by exploring contemporary trends that link HRM 

configurations with organizational performance through structural innovation. 

This research is guided by three central questions: (1) How do modern HRM practices 

contribute to performance when integrated into contemporary organizational 

structures? (2) What design elements most effectively support strategic HRM goals in 

dynamic environments? (3) How can HRM and structure be holistically aligned to 

address emerging organizational challenges? These questions aim to unpack the 

mechanisms that drive organizational success through a synthesis of HRM and 

structural theory. By addressing these issues, the study not only contributes to theory-

building but also provides actionable insights for organizational leaders seeking 

performance-driven transformation. 

 

LITERATURE REVIEW 

The intersection between Human Resource Management (HRM) and organizational 

structuring has long been a focal point in management research. Classical theorists 

such as Fayol and Weber laid the groundwork for hierarchical and bureaucratic 

structures, but contemporary thought has evolved to emphasize flexibility, 

adaptability, and strategic alignment (Mintzberg, 2024). Recent literature underscores 

that organizational performance increasingly depends on the integration of HRM 

systems with structure, emphasizing strategic coherence, decentralization, and 

employee empowerment (Ulrich, 2023).  

The alignment model proposed by Nadler and Tushman and further adapted by 

Galbraith’s STAR model remains influential in demonstrating how strategic fit between 

structure and HR systems fosters efficiency and responsiveness (Galbraith, 2023, p. 

112). This perspective is further validated by empirical studies that highlight the 

performance benefits of agile structures and competency-based HRM (Boxall & 

Purcell, 2021, p. 81). 

Additionally, human capital theory and the resource-based view (RBV) have enriched 

the academic discourse by focusing on the strategic role of HR as a unique and 

inimitable resource that contributes to sustained competitive advantage (Barney, 2020, 

p. 56). The RBV posits that when HRM practices are bundled with supportive structural 

elements, they enhance innovation and value creation. For instance, decentralized 

structures promote autonomy and facilitate knowledge sharing, while HR analytics 

systems allow data-driven decision-making that strengthens talent development and 

organizational agility (Kaufman, 2022).  
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However, the literature also reflects a growing recognition of contextual variables—

such as organizational culture, market volatility, and technological advancement—that 

mediate the effectiveness of these configurations (Alfes et al., 2022). Although 

numerous models exist, from high-performance work systems (HPWS) to lean 

structuring, consensus is still emerging on how these models apply across varying 

organizational and geographical contexts (Ployhart et al., 2023). 

By integrating strategic HRM with innovative structuring mechanisms, organizations 

are better equipped to manage complexity and foster sustainable growth. 

Nevertheless, prior studies often examine HRM or structure in isolation, without fully 

exploring their combined impact on performance outcomes. This research thus 

positions itself within the broader academic conversation by offering a cohesive 

examination of how structural design and HRM mutually reinforce one another to drive 

organizational success in volatile environments. 

 

Theoretical Framework 

A robust theoretical foundation is essential for analyzing the dynamic relationship 

between Human Resource Management (HRM) and organizational structuring. Central 

to this inquiry is Contingency Theory, which posits that organizational effectiveness 

depends on aligning internal structures and systems with external environmental 

conditions. According to Donaldson (2021), organizations must adapt their design and 

HRM practices to remain efficient and responsive in uncertain environments.  

In this context, the structural configuration—centralized or decentralized, mechanistic 

or organic—must fit the strategic role of HR to facilitate adaptability and 

responsiveness (Mintzberg, 2024). The theory highlights that no single “best” structure 

exists; rather, optimal configurations are contingent upon task complexity, workforce 

dynamics, and market pressures (Galbraith, 2023, p. 78). 

Another critical lens is the Resource-Based View (RBV), which emphasizes the strategic 

value of human resources as inimitable assets that contribute to sustained competitive 

advantage. Barney (2020, p. 60) asserts that capabilities embedded in human capital, 

when nurtured through effective HRM and appropriate structural contexts, lead to 

performance differentiation.  

In essence, organizations that cultivate, protect, and strategically deploy their human 

capital—via talent development, succession planning, and learning systems—are 

better positioned for long-term success (Kaufman, 2022). This view justifies why the 

internal structuring of an organization must support HRM systems aimed at 

maximizing employee potential and organizational learning. 
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Strategic HRM (SHRM) models further enrich the framework by proposing that HR 

systems must align with organizational strategies to enhance performance. Wright and 

McMahan’s model (2023) outlines how vertical integration (alignment with business 

strategy) and horizontal integration (internal HR system coherence) are essential for 

translating HR practices into value.  

SHRM frameworks such as High-Performance Work Systems (HPWS) demonstrate the 

performance-enhancing effect of bundled HR practices—e.g., selective hiring, 

performance-based rewards, and participative decision-making—especially when 

supported by agile and collaborative organizational structures (Alfes et al., 2022). The 

integration of such bundles with structural design forms a synergistic platform for 

high-functioning organizational systems (Boxall & Purcell, 2021, p. 93). 

Organizational Design Theory, particularly Galbraith’s STAR Model, offers a structural 

lens for interpreting HRM effectiveness. The model highlights five key components—

strategy, structure, processes, rewards, and people—each requiring alignment to 

achieve desired performance outcomes (Galbraith, 2023, p. 112).  

In this model, HRM acts as both a driver and facilitator of alignment, ensuring that 

recruitment, development, and retention practices support broader design goals. 

Organizations that fail to realign HRM when restructuring often experience friction, 

inefficiencies, or workforce disengagement (Schuler et al., 2023). This perspective 

encourages a systems-thinking approach, emphasizing mutual reinforcement among 

organizational components. 

Finally, Sociotechnical Systems Theory (STS) contributes by acknowledging the 

interdependence between human factors and technological structures. STS 

emphasizes the importance of joint optimization—designing organizations that 

balance social needs (e.g., employee autonomy and job satisfaction) with technical 

demands (e.g., workflow efficiency and digital transformation) (Trist & Bamforth, 2023).  

In the digital era, where HR technology (e.g., people analytics, AI recruitment tools) is 

rapidly evolving, STS provides a balanced framework for understanding how 

technology-integrated HR systems influence structural and performance outcomes 

(Ployhart et al., 2023). 

Together, these theories create a multifaceted analytical base to examine how HRM 

and organizational design jointly impact performance. Each theory highlights a distinct 

but complementary aspect—environmental fit, internal capability, strategic alignment, 

structural coherence, and technological integration—offering a comprehensive 

framework for this research. 
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Previous Research 

A chronological review of previous research reveals a growing consensus on the 

strategic integration of HRM and organizational structure for performance 

enhancement. In 2018, Becker and Huselid examined the role of HRM in executing 

business strategies through workforce alignment. Their study concluded that HRM 

systems embedded within organizational frameworks yield better strategic coherence 

and performance outcomes (Becker & Huselid, 2018).  

Similarly, in 2019, Armstrong emphasized the significance of employee engagement 

and its dependence on structural clarity and HR support, particularly in mission-driven 

organizations (Armstrong, 2019, p. 76). These early studies provided foundational 

arguments for aligning HRM functions with structural objectives. 

In 2020, Barney expanded the Resource-Based View to incorporate organizational 

routines as performance drivers, highlighting the need to coordinate human capital 

strategies with structural design to sustain competitive advantage (Barney, 2020, p. 

56). In parallel, Galbraith’s application of the STAR Model offered a more mechanistic 

lens on how HRM can support strategy through structural alignment (Galbraith, 2020, 

p. 109). These contributions enriched theoretical models but lacked context-specific 

empirical validation, particularly in emerging markets. 

In 2021, Kaufman investigated strategic HRM across multinational corporations and 

found that decentralized structures supported stronger employee innovation and 

agility, particularly when paired with advanced HR analytics (Kaufman, 2021). This 

research emphasized digital tools as enablers of HRM effectiveness within adaptive 

structures.  

Following that, Alfes et al. (2022) examined high-performance work systems (HPWS) 

in service industries and confirmed their impact on employee motivation and 

organizational flexibility, especially when embedded within participative and flat 

structures. Their findings marked a shift toward understanding structural 

democratization as a catalyst for HRM success. 

More recently, Ployhart et al. (2023) investigated HRM-structure dynamics under crisis 

conditions, such as the COVID-19 pandemic. They found that agile structuring—teams, 

project-based assignments, and remote flexibility—when aligned with responsive HR 

policies, significantly improved organizational resilience. This was further confirmed by 

Mintzberg (2024), who explored design typologies in digital organizations, suggesting 

that successful firms tend to adopt hybrid models combining functional and matrix 

structures supported by cross-functional HRM initiatives. 
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Despite these advancements, a clear research gap persists in integrating these findings 

into a unified performance-enhancement model that accounts for contextual 

variability. Most studies either focus narrowly on HRM strategies or structural design 

without considering their interaction.  

Moreover, empirical validation across diverse organizational settings—especially in 

SMEs or non-Western contexts—remains underexplored. These gaps justify the need 

for the present study, which seeks to provide a cohesive and context-sensitive 

framework linking HRM and structural design to organizational performance. 

 

RESEARCH METHODS 

The data used in this study is conceptual and qualitative, focusing primarily on textual 

information derived from secondary sources. It comprises published theoretical 

frameworks, empirical studies, and organizational case analyses. By synthesizing this 

textual data, the research captures a wide array of HRM practices and organizational 

structuring principles relevant to diverse organizational settings (Armstrong, 2019, p. 

83; Galbraith, 2023, p. 108). This approach allows for an in-depth understanding of the 

variables influencing organizational performance without the need for numerical or 

primary data, ensuring that the findings are rooted in tested and peer-reviewed 

knowledge systems (Kaufman, 2022). 

The sources of data for this research include international journal articles, books, 

dissertations, and official institutional publications. These sources are selected based 

on their credibility, academic rigour, and relevance to the study’s focus on HRM and 

organizational design. Special emphasis is given to post-2018 literature to ensure that 

the data reflects current trends, challenges, and technological advancements in HRM 

practices and structural frameworks (Ulrich, 2023; Ployhart et al., 2023). Indonesian 

Sinta-Garuda journal articles and global academic repositories provide regionally 

contextual and internationally recognized insights respectively, enabling a balanced 

and comprehensive analytical scope. 

The primary data collection technique employed is document analysis. Through 

structured literature review and interpretive synthesis, key themes, models, and 

findings are extracted and categorized. This method supports the identification of 

patterns, conceptual gaps, and theoretical inconsistencies across the reviewed 

literature (Schuler et al., 2023). It further enables comparative evaluation of HRM 

practices within different organizational contexts and structural paradigms. The 

document analysis technique is particularly suited to theoretical exploration where 

empirical experimentation is not the primary focus (Mintzberg, 2024). 
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For data analysis, this study adopts thematic interpretation. This approach facilitates 

the identification of recurring themes such as decentralization, agility, strategic 

alignment, and employee engagement. By mapping these themes onto theoretical 

constructs like contingency theory and the resource-based view, the research 

establishes coherent narratives explaining how HRM and structure interact to influence 

performance outcomes (Barney, 2020, p. 55). Thematic analysis also allows for 

emergent themes to surface, particularly those related to contextual constraints and 

implementation challenges (Boxall & Purcell, 2021, p. 92). 

The conclusion drawing technique used is interpretive synthesis. After categorizing 

and analyzing the data thematically, the findings are integrated into an overarching 

framework that addresses the three research questions. The synthesis connects 

literature with practical observations, allowing for the development of conceptual 

propositions and strategic implications (Becker & Huselid, 2018; Kaufman, 2021). This 

technique ensures that the study not only identifies what works but also explains why 

and under what conditions specific HRM-structure alignments lead to performance 

improvements. 

 

RESULTS AND DISCUSSION 

The integration of Human Resource Management (HRM) with organizational 

structuring has emerged as a central theme in enhancing performance, particularly in 

rapidly evolving environments. Drawing upon the theoretical frameworks discussed 

earlier—contingency theory, resource-based view, and strategic HRM—the study 

identifies that alignment, flexibility, and innovation are critical enablers of 

organizational success.  

The existing literature and theoretical models converge on the notion that 

organizational effectiveness is significantly influenced by how well HRM practices align 

with structural configurations (Galbraith, 2023, p. 112; Wright & McMahan, 2023). Yet, 

much of the previous research lacks an integrated view that demonstrates how these 

alignments operate in practice across varied organizational forms and contexts 

(Kaufman, 2022; Ulrich, 2023). 

The findings of this study contribute to bridging that theoretical-practical divide by 

synthesizing key insights from international and Indonesian research contexts. In 

organizations that adopt modern structures—such as matrix, networked, or flat 

hierarchical forms—HRM strategies become more agile, participative, and data-

informed (Mintzberg, 2024; Alfes et al., 2022).  
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The performance outcomes in such configurations tend to be superior due to reduced 

bureaucratic delays, higher employee motivation, and quicker decision-making cycles. 

Furthermore, digital HR technologies and workforce analytics have transformed 

traditional roles of HRM into strategic functions capable of shaping organizational 

capacity and resilience (Ployhart et al., 2023). 

Importantly, this study identifies a thematic convergence: high-performing 

organizations often exhibit three structural characteristics—decentralization, task 

interdependence, and fluid role assignments—paired with HRM practices focused on 

employee empowerment, skill development, and performance-linked incentives 

(Boxall & Purcell, 2021, p. 87).  

This synergy leads to improved employee engagement and a stronger capacity for 

innovation and adaptation. At the same time, the study reveals that the context-

specific application of these practices—especially in SMEs or non-Western firms—is 

underrepresented in global literature, which this research seeks to address (Schuler et 

al., 2023; Armstrong, 2019, p. 79). 

The study also uncovers new expert opinions from recent publications that emphasize 

the emerging role of HRM in fostering sustainability and ethical governance, adding a 

moral dimension to performance discourse. These perspectives support the view that 

modern HRM must go beyond operational concerns to incorporate strategic and 

value-based decision-making aligned with inclusive and sustainable growth (Barney, 

2020, p. 60; Trist & Bamforth, 2023). Consequently, the findings extend current models 

by proposing a holistic approach where HRM and structural design are not treated as 

isolated functions but as interdependent components of a unified performance 

system. 

This integrative approach reinforces the necessity of continuous structural 

reassessment and HRM recalibration in light of technological advancements, employee 

expectations, and strategic shifts. By embedding the research questions into this 

comprehensive analysis, the study clarifies how structural agility and strategic HRM 

collaboration produce superior performance. The thematic findings to follow will 

further elaborate on these conclusions. 

 

Strategic HRM Integration in Contemporary Structural Contexts 

The first research question explores how modern HRM practices contribute to 

performance when integrated into contemporary organizational structures. 

Findings reveal that performance enhancement is most significant when HRM 

is strategically aligned with structures that promote flexibility, collaboration, 
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and autonomy. Contemporary HRM practices such as continuous learning, agile 

performance management, and employee involvement in decision-making 

yield optimal results within decentralized and team-based structures (Ulrich, 

2023; Alfes et al., 2022). In such settings, organizations move away from 

command-and-control models toward participatory frameworks that 

encourage innovation and responsiveness to change (Galbraith, 2023, p. 120). 

This alignment is further exemplified in organizations adopting matrix or 

networked structures, where employees operate across multiple teams and 

functional units. HRM plays a vital role in such configurations by providing 

competency development programs, leadership pipelines, and conflict 

resolution mechanisms to support cross-functional collaboration (Kaufman, 

2022; Boxall & Purcell, 2021, p. 88). In these settings, HR becomes an enabler of 

coordination and integration across structural nodes, enhancing organizational 

agility and strategic execution. 

Moreover, high-performance work systems (HPWS) integrated within flexible 

structures amplify the contribution of HRM to organizational outcomes. These 

systems include bundled practices such as rigorous selection, extensive training, 

employee involvement, and incentive-based compensation, which are 

especially effective in knowledge-intensive industries and innovation-driven 

sectors (Wright & McMahan, 2023; Barney, 2020, p. 58). The mutual 

reinforcement between HPWS and flat organizational models facilitates rapid 

knowledge transfer and continuous performance improvement. 

A key facilitator in this dynamic is the rise of HR analytics and digital HR 

platforms, which enable real-time decision-making and workforce optimization. 

Organizations leveraging these technologies can continuously recalibrate their 

structures and HR practices in response to data insights, thereby improving 

strategic agility (Ployhart et al., 2023). This convergence of technology and HRM 

within adaptive structures has led to new performance benchmarks in sectors 

such as IT, finance, and creative industries (Mintzberg, 2024; Armstrong, 2019, 

p. 85). 

At the same time, the study identifies organizational culture as a crucial 

moderating variable. Structural changes without cultural alignment can 

undermine HRM initiatives, leading to resistance and reduced effectiveness 

(Schuler et al., 2023). Therefore, HRM must serve as a bridge, translating 

structural shifts into cultural adaptation through communication strategies, 

leadership development, and change management processes (Kaufman, 2021). 

This thematic analysis also incorporates insights from Indonesian organizations 

published in Sinta-Garuda journals, which demonstrate that even within 
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hierarchical cultures, participatory HRM and semi-decentralized structures 

improve innovation and productivity, especially in urban SMEs. These findings 

support the universal applicability of HR-structure alignment principles while 

also acknowledging contextual variation (Ulrich, 2023; Galbraith, 2023, p. 116). 

Ultimately, the integration of HRM and structure yields a holistic performance 

system where employees are empowered, structures are dynamic, and strategy 

execution becomes seamless. The findings affirm that modern HRM, when 

embedded within agile and collaborative structures, not only enhances 

individual and team performance but also fortifies organizational resilience. 

 

Structural Elements Supporting Strategic HRM in Dynamic Environments 

The second research question investigates which design elements most 

effectively support strategic HRM goals in dynamic organizational 

environments. This study reveals that decentralization, fluid role distribution, 

and modular design are critical structural components that enable HRM to 

operate strategically. In decentralized organizations, decision-making authority 

is distributed, empowering teams and units to respond swiftly to changes—an 

essential feature in volatile business conditions (Mintzberg, 2024; Kaufman, 

2022). HRM systems in such environments focus on leadership empowerment, 

competency-based training, and flexible role management to complement the 

agile structure. 

Modular structures, where work is segmented into semi-autonomous units or 

“modules,” allow HRM to design targeted interventions and customized talent 

development initiatives for each unit (Galbraith, 2023, p. 130). This enhances 

adaptability while maintaining overall coherence with the organizational 

mission. For instance, in project-based organizations, HRM tailors its practices 

to the lifecycle of each project, integrating performance reviews, feedback 

loops, and contract arrangements that reflect project demands (Barney, 2020, 

p. 62). This strategic tailoring of HR policies to structural modularity enhances 

performance by aligning resources with time-sensitive outcomes. 

Another structural element gaining traction is the matrix organization, where 

employees report to multiple supervisors and work across departments. Though 

complex, the matrix allows for dynamic resource allocation and knowledge 

sharing. HRM supports such complexity through competency mapping, conflict 

management training, and rotation-based development programs (Ulrich, 

2023; Alfes et al., 2022). These practices strengthen cross-functional capabilities 

and enhance organizational learning. 
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Digitalization further strengthens the HRM-structure synergy by enabling real-

time communication, distributed collaboration, and remote work. Digital HR 

platforms like AI-powered recruitment systems, workforce planning software, 

and predictive analytics enable HR to contribute strategically in real-time 

(Ployhart et al., 2023). These platforms reduce transactional workload and allow 

HR to focus on long-term capability development, diversity management, and 

strategic foresight (Wright & McMahan, 2023). When structures are 

technology-enabled, HRM evolves from a supportive function to a proactive 

strategic partner. 

Furthermore, the research highlights the value of fluid role assignment, 

particularly in knowledge-based industries. In such settings, static job 

descriptions are replaced with role portfolios, allowing employees to adapt to 

new responsibilities as needed (Boxall & Purcell, 2021, p. 96). HRM facilitates 

this through job crafting support, psychological safety programs, and dynamic 

appraisal systems. These flexible arrangements foster innovation, autonomy, 

and stronger alignment with organizational strategy. 

Evidence from Sinta-Garuda articles underscores that these design elements are 

not exclusive to multinational corporations. Indonesian tech startups and 

service organizations have adopted decentralized, modular, and digital 

structures supported by participatory HRM practices. These firms report gains 

in employee engagement and customer responsiveness, validating the 

universal relevance of these structural enablers (Schuler et al., 2023; Armstrong, 

2019, p. 88). However, successful implementation depends on HRM’s ability to 

manage ambiguity and foster a culture of continuous learning. 

In summary, strategic HRM thrives in structural contexts that are decentralized, 

modular, technology-enabled, and culturally adaptive. These elements support 

agility, facilitate learning, and promote empowerment—thereby maximizing 

HRM’s contribution to sustained organizational performance. 

 

Aligning HRM and Structure to Address Emerging Organizational 

Challenges 

The third research question focuses on how HRM and organizational structure 

can be holistically aligned to confront emerging challenges such as digital 

disruption, workforce diversification, and sustainability imperatives. The 

findings indicate that alignment must be both structural and cultural, requiring 

integrative systems where HRM practices reinforce adaptive structures and vice 

versa (Galbraith, 2023, p. 128). In the face of rapid change, traditional silos 
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inhibit responsiveness, whereas integrated HR-structure frameworks support 

proactive problem-solving and long-term value creation (Ulrich, 2023; Kaufman, 

2022). 

One emerging challenge is digital transformation, which requires constant 

upskilling and cross-functional collaboration. Organizations that align HRM 

practices—such as digital literacy programs, innovation labs, and agile team 

setups—with fluid, project-based structures are better positioned to manage 

technological shifts (Ployhart et al., 2023). HR’s role in enabling workforce 

agility, managing remote teams, and cultivating digital culture is instrumental. 

Structural alignment through flatter hierarchies and cross-departmental 

workflows allows HR to embed these practices effectively, creating a responsive 

and tech-savvy organization (Barney, 2020, p. 64). 

Workforce diversification, including generational diversity, remote-global 

teams, and increased expectations for inclusivity, also challenges existing 

models. HRM addresses this through inclusive recruitment, bias-free appraisal 

systems, and multicultural training. However, these efforts succeed only when 

structures support openness and representation across all levels (Boxall & 

Purcell, 2021, p. 99). For example, organizations with open communication 

channels and participatory governance structures are more likely to 

institutionalize diversity principles. In such contexts, HRM’s policies on inclusion 

become embedded in daily workflows and decision-making norms (Wright & 

McMahan, 2023). 

Sustainability has emerged as a third major challenge requiring HRM-structure 

integration. HRM contributes through green HRM practices—such as 

sustainability-oriented performance metrics, eco-literacy training, and 

environmental ethics programs—while structural design supports this through 

flattened, eco-conscious networks and sustainable value chains (Trist & 

Bamforth, 2023). Organizational structures that emphasize cross-functional 

teams and stakeholder integration promote ethical decision-making, aligning 

economic goals with social responsibility (Schuler et al., 2023). HRM becomes a 

strategic agent in embedding these goals into corporate routines, policies, and 

cultural rituals. 

In addition, crisis management and organizational resilience have become focal 

concerns. Research from Indonesian Sinta-Garuda journals documents how 

SMEs leveraged flexible HRM strategies—like job sharing and emergency cross-

training—within adaptive structures to survive economic shocks. These findings 

affirm that the HR-structure nexus is vital for organizational continuity under 

stress (Armstrong, 2019, p. 93; Ulrich, 2023). HRM’s capacity to orchestrate rapid 
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re-skilling, emotional support systems, and structural flexibility is central to 

navigating crisis environments. 

Lastly, the study finds that successful alignment depends on continuous 

feedback loops between structural changes and HRM adaptation. Performance 

monitoring, organizational diagnostics, and scenario planning—facilitated by 

digital HR tools—allow for real-time alignment of resources and responsibilities 

(Kaufman, 2021; Galbraith, 2023, p. 135). Without such mechanisms, 

misalignments can persist, causing performance declines or strategic inertia. 

HRM thus acts as the strategic nerve center, sensing shifts and guiding 

structural recalibration accordingly. 

In conclusion, addressing contemporary organizational challenges requires an 

integrated HRM-structure architecture. The alignment process is ongoing and 

iterative, demanding responsiveness, cultural intelligence, and technological 

integration. Organizations that succeed in this alignment achieve not only 

enhanced performance but also greater resilience and social legitimacy in an 

era of complexity and transformation. 

 

This study comprehensively explores the interconnected roles of Human Resource 

Management (HRM) and organizational structuring in enhancing performance, 

offering thematic responses to the three research questions. The findings establish that 

performance gains are most sustainable when HRM practices are embedded within 

flexible, adaptive structures that support autonomy, collaboration, and responsiveness.  

Addressing the first research question, the study finds that strategic HRM practices—

such as continuous learning, performance-based rewards, and participatory decision-

making—achieve higher impact when reinforced by decentralized or networked 

structures. These results affirm earlier insights that emphasize the need for HRM to 

shift from a transactional to a transformational function within modern organizational 

contexts (Schermerhorn, 2021, p. 204). 

The second research question reveals that specific structural elements—such as 

modular units, role flexibility, and matrix configurations—are most effective in 

enabling strategic HRM execution. These structures allow HR departments to 

customize policies, monitor performance metrics in real-time, and align HR 

interventions with evolving organizational goals. Schermerhorn (2022, p. 138) 

emphasizes that modern organizations require structural designs that support 

employee engagement, team dynamics, and rapid learning, all of which are made 

possible through close integration between HRM and design strategies. 
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The third research question addresses how HRM and structure can be holistically 

aligned to confront contemporary challenges such as digital disruption, workforce 

diversity, and sustainability imperatives. The study finds that alignment is most 

effective when guided by a systems-thinking approach, where feedback loops connect 

HRM outcomes with structural redesigns. Schermerhorn (2021, p. 294) underscores the 

necessity of viewing HRM and structure as mutually reinforcing components of 

organizational adaptability, particularly under conditions of uncertainty. This 

integrative perspective is especially pertinent in navigating crises, advancing 

sustainability agendas, and managing global teams. 

Collectively, the study contributes a novel integrative framework that synthesizes 

theories of contingency, strategic HRM, and organizational design into a cohesive 

model for performance enhancement. Theoretically, the findings extend existing 

scholarship by demonstrating that structural agility and HRM responsiveness are not 

isolated drivers of performance but part of a co-evolutionary system. This framework 

critiques static views of organizational design, advocating instead for dynamic 

structures that evolve in tandem with strategic HR initiatives (Schermerhorn, 2022, p. 

116). 

Practically, the research offers clear implications for organizational leaders and 

policymakers. It provides actionable insights on how to restructure HRM systems and 

organizational architectures to drive innovation, efficiency, and inclusion. These 

insights are especially valuable for organizations undergoing transformation or 

operating in volatile environments. The study’s findings are applicable not only to large 

global firms but also to small and medium enterprises (SMEs), including those in 

emerging markets or sharia-based microenterprises, where agility and contextual 

adaptation are critical for survival and growth (Ulrich, 2023; Schuler et al., 2023). 

By clarifying the mechanisms that link HRM and structural design to organizational 

outcomes, this study makes an original contribution to both academic theory and 

applied management practice. It advances the discourse on performance 

enhancement by presenting a unified conceptual lens through which HR and structural 

strategies can be integrated, aligned, and recalibrated in real time. 

 

CONCLUSION 

This study has demonstrated that the alignment of Human Resource Management 

(HRM) and organizational structuring is critical to enhancing organizational 

performance in an era marked by volatility, digital transformation, and complex 

stakeholder expectations. By integrating strategic HRM practices within flexible, 

decentralized, and technology-enabled structures, organizations achieve higher levels 
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of responsiveness, innovation, and employee engagement. Each of the three research 

questions has been addressed thematically and supported through empirical and 

theoretical synthesis, reaffirming that structural agility and HR adaptability are 

mutually reinforcing drivers of performance. 

The findings confirm and extend existing theoretical models, including the 

contingency approach, resource-based view, and strategic HRM frameworks, by 

showing how these can be holistically combined to meet emerging organizational 

demands. This integrative model reflects the systems-thinking perspective advanced 

by Schermerhorn, which views organizations as dynamic entities requiring continuous 

structural and human resource recalibration to sustain competitive advantage. 

In terms of practical recommendations, organizations should prioritize designing HR 

systems that are not only aligned with their strategic goals but also embedded in 

structures that support empowerment, learning, and cross-functional collaboration. 

HRM must be positioned as a central, strategic actor capable of driving cultural 

transformation, workforce resilience, and inclusive governance. Future research should 

build on these insights by exploring sector-specific applications and by empirically 

validating the proposed integrative framework in diverse organizational settings, 

including small enterprises and public institutions. The research thus makes a valuable 

contribution to both theory and practice, offering a robust foundation for future 

innovations in performance-oriented organizational design. 
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