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Abstract 
In today’s evolving industrial landscape, integrating Strategic Human Resource Management (SHRM) with governance and ethics plays 

a vital role in fostering harmonious workplace relations.  

This study explores how SHRM practices contribute to transparent decision-making and ethical policy formulation, enhancing industrial 

harmony. Using data from 210 HR professionals, line managers, and union representatives in mid to large-sized Indian manufacturing and 

service firms—supported by a case study of a major manufacturing company—the research employs structural equation modeling (SEM) 

to assess key relationships. Findings reveal that participative decision-making, performance-based appraisals, and transparent grievance 

mechanisms significantly improve industrial relations. Governance quality and ethical climate act as key mediators, strengthening trust, 

communication, and policy clarity between management and employees.  

The study offers both theoretical insights and practical implications, demonstrating that SHRM, when aligned with ethical governance, 

can be a powerful driver of industrial peace and sustainable organizational growth. 

Keywords:  Decision-making, Ethical climate, Governance, Industrial harmony, Organizational sustainability, Participative practices, 

SHRM (Strategic Human Resource Management), Transparency 

1. Introduction 
In an era characterized by globalization, technological disruption, and evolving workforce expectations, organizations are increasingly 

compelled to revisit the foundations of their industrial relations strategies. The growing emphasis on employee well-being, corporate 

accountability, and ethical conduct has placed Strategic Human Resource Management (SHRM) at the core of organizational sustainability. 

Simultaneously, the rise in workplace conflicts, labor unrest, and employee disengagement has brought renewed focus to the need for 

harmonious industrial relationships that go beyond mere compliance and embrace a more holistic approach rooted in transparency, ethics, 

and participative governance.Historically, industrial relations in many countries have been governed by regulatory frameworks and 

collective bargaining mechanisms. However, these mechanisms often fall short in addressing the deeper organizational dynamics that 

influence employee trust, organizational justice, and ethical decision-making. It is in this context that SHRM becomes vital—not merely 

as a set of HR practices but as a strategic framework that aligns people management with long-term organizational goals. SHRM enables 

organizations to design systems that foster open communication, empower employees, and institutionalize fair and equitable practices. 

At the same time, governance and ethics have evolved from being compliance-driven functions to strategic enablers of trust and credibility. 

Effective governance ensures accountability and transparency in organizational decision-making, while an ethical climate promotes 

integrity, fairness, and respect—values that are central to nurturing productive employer-employee relationships. When these dimensions 

are integrated within SHRM, they offer a robust foundation for conflict prevention, enhanced communication, and sustainable policy 

formulation.Despite the growing recognition of SHRM's potential, empirical studies exploring its intersection with governance and ethics 

in the context of industrial harmony remain limited, especially in emerging economies like India. Most research has treated HRM, 

governance, and industrial relations as distinct domains, leaving a theoretical and practical gap in understanding how their integration can 

drive better decision-making, reduce conflicts, and create a culture of mutual respect and collaboration. 

This study addresses that gap by empirically examining the role of SHRM in fostering harmonious industrial relationships through the lens 

of governance and ethics. Specifically, the research investigates: 

 How strategic HR practices influence the quality of industrial relations; 

 The mediating role of governance mechanisms and ethical climate in shaping these outcomes; 

 The implications for organizational policy formulation and transparent decision-making. 

The study is grounded in data collected from a cross-section of HR professionals, line managers, and union representatives across sectors 

such as manufacturing, services, and public enterprises. The findings aim to provide actionable insights for both scholars and practitioners 

interested in strengthening HR governance and promoting ethical leadership in industrial relations.By linking SHRM with governance and 

ethical frameworks, the paper offers a comprehensive model that supports organizations in achieving not only operational efficiency but 

also social legitimacy and employee loyalty. The framework developed through this research has the potential to inform policy-making at 

organizational and national levels, contributing to industrial peace and economic development.The remainder of this paper is organized as 

follows: Section 2 reviews the relevant literature on SHRM, industrial relations, governance, and ethics. Section 3 outlines the methodology, 

including sample design, data collection, and analysis techniques. Section 4 presents the empirical findings, followed by a discussion in 

Section 5. Section 6 concludes with key insights, policy recommendations, and directions for future research. 

2. Literature Review     

Concept and Evolution of Strategic Human Resource Management (SHRM) 

The emergence of Strategic Human Resource Management (SHRM) represents a paradigm shift from traditional personnel management 

to a more integrated and proactive approach that aligns HR practices with organizational goals. SHRM emphasizes the strategic role of 

human capital in achieving sustainable competitive advantage (Wright & McMahan, 1992). Unlike conventional HRM, which often focuses 

on administrative functions, SHRM is concerned with long-term planning, employee development, and aligning workforce capabilities 

with strategic priorities (Delery & Doty, 1996). 

The evolution of SHRM is often traced through various theoretical frameworks such as the resource-based view (RBV), which highlights 

employees as unique, inimitable resources that drive firm performance (Barney, 1991), and contingency theory, which argues that HR 

practices must be aligned with external and internal contingencies to be effective. In recent decades, SHRM has increasingly focused on 

agility, employee engagement, digital transformation, and sustainability, making it a cornerstone of contemporary organizational strategies. 

Harmonious Industrial Relations: An Evolving Concept 

Industrial relations traditionally revolved around the triadic relationship between employers, employees, and the state, with emphasis on 

collective bargaining, labour laws, and conflict resolution (Dunlop, 1958). However, the focus has shifted toward creating harmonious 

relationships built on mutual trust, participative management, and continuous communication. Harmonious industrial relations are marked 

by reduced conflict, higher employee morale, and increased productivity (Katz & Kochan, 2004). 
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This transformation has been facilitated by modern HR interventions such as grievance redressal systems, employee participation in 

decision-making, and open-door communication policies. Researchers like Budd (2004) argue for a "voice-oriented" industrial democracy, 

where employees actively shape workplace policies. In India, progressive organizations are moving away from adversarial approaches 

toward collaborative models, often supported by SHRM strategies tailored to industrial peace. 

Governance and Ethical Frameworks in HRM 

Governance in HRM refers to the systems, rules, and processes through which human resources are managed and monitored to ensure 

accountability, compliance, and fairness. With rising stakeholder scrutiny and the rise of ESG (Environmental, Social, and Governance) 

considerations, HR governance has become a strategic imperative (Siddiqui, 2020). 

Ethical frameworks in HR guide behaviour, decision-making, and policy enforcement. Ethics in HRM pertains to fairness in hiring, 

transparency in appraisals, confidentiality, diversity, and respect for individual rights (Greenwood, 2002). Ethical climates—defined as shared perceptions 

about what constitutes right behaviour in an organization—impact employee trust, organizational citizenship behaviour, and conflict levels (Victor & Cullen, 
1988).The interplay between governance and ethics in HR practices is critical for building institutional credibility. HR governance boards, whistle-blower 

policies, ethical training, and transparent documentation are examples of practices that align ethics and governance to strengthen HR outcomes. These 

mechanisms reduce information asymmetry, enhance compliance, and build mutual respect across the workforce. 

Integration of SHRM, Governance, and Ethics for Industrial Harmony 

The strategic alignment of HRM with governance and ethical principles leads to what scholars term “responsible HRM”—a model that not 

only seeks organizational performance but also stakeholder equity (Beer et al., 2015). This integration contributes significantly to reducing 

labor unrest, workplace harassment, and policy ambiguities, which are often the root causes of industrial disputes. 

Empirical studies suggest that organizations that implement SHRM practices like competency mapping, leadership development, and 

participative planning within a strong ethical and governance structure report better employee relations and fewer legal disputes (Choi & 

Pak, 2006; Singh & Agarwal, 2021). For instance, a transparent performance appraisal system reduces perceived bias, while an ethical 

code of conduct fosters fair play and accountability. 

Furthermore, governance practices such as regular audits, compliance tracking, and open communication channels act as trust-building 

tools. They ensure that SHRM initiatives are not merely cosmetic but are institutionalized into the organization’s DNA. Ethical governance 

acts as a moderator that strengthens the positive outcomes of SHRM on industrial harmony, especially in environments prone to volatility 

and labor resistance. 

However, research gaps remain. Very few empirical studies explore how SHRM, ethics, and governance converge to impact industrial 

peace. Most existing literature treats these domains in silos, neglecting the synergistic benefits of their integration. This study addresses 

this gap by developing an empirical model that examines how SHRM, when embedded within governance and ethical frameworks, fosters 

transparent policy formulation and sustainable industrial relations. 

3. Research Methodology 

This section outlines the research design, sampling framework, data collection tools, variables studied, and analytical techniques used to 

examine the impact of Strategic Human Resource Management (SHRM) on industrial harmony through governance and ethics. The study 

aims to empirically validate the conceptual model developed in the literature review and offer practical implications for HR leaders and 

policy-makers. 

Research Design 

The study adopts a quantitative, cross-sectional research design to evaluate the relationships among SHRM practices, governance 

mechanisms, ethical climate, and the state of industrial relations within organizations. This approach is chosen for its ability to measure 

large-scale perceptions and identify statistically significant patterns and associations. The research is grounded in a positivist paradigm, 

assuming that objective reality can be measured and tested using empirical data. 

Population and Sample 

The population for this study comprises HR professionals, line managers, and union representatives from Indian organizations operating 

in manufacturing, services, and public sector enterprises. These respondents were selected due to their direct involvement in strategic HR 

functions and employee relations. 

A purposive sampling technique was used to identify respondents from organizations with formal HR structures and operational union-

management interactions. The final sample size consisted of 210 valid responses, exceeding the minimum sample size requirements for 

Structural Equation Modeling (SEM), which requires at least 5–10 responses per observed variable (Hair et al., 2010). 

Data Collection Instrument 

A structured, self-administered questionnaire was developed based on validated instruments used in prior research. The questionnaire was 

divided into five sections: 

 Demographics (age, gender, position, sector, years of experience) 

 SHRM Practices (e.g., strategic recruitment, performance management, training, employee involvement) 

 Governance Mechanisms (e.g., policy transparency, compliance audits, employee grievance systems) 

 Ethical Climate (e.g., fairness, accountability, values-based decision-making) 

 Industrial Relationship Outcomes (e.g., trust, grievance frequency, mutual respect, cooperation) 

All items were measured using a five-point Likert scale ranging from 1 (Strongly Disagree) to 5 (Strongly Agree). 

A pilot test was conducted with 20 respondents to assess clarity and reliability. Based on feedback, minor modifications were made for 

better comprehension. 

Variables and Hypotheses 

Independent Variable: 

 SHRM Practices (strategic alignment, training, performance appraisal, employee involvement) 

Mediating Variables: 

 Governance Mechanisms 

 Ethical Climate 

Dependent Variable: 

 Harmonious Industrial Relationship (HIR) 

Control Variables: 

 Organization size, sector, years of operation, union presence 
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Key Hypotheses: 

 H1: SHRM practices positively influence harmonious industrial relationships. 

 H2: Governance mechanisms mediate the relationship between SHRM and industrial harmony. 

 H3: Ethical climate mediates the relationship between SHRM and industrial harmony. 

 H4: Governance and ethics jointly moderate the impact of SHRM on industrial harmony. 

Data Analysis Techniques 

Data was coded and analyzed using SPSS (v26) and AMOS (v24). The analysis followed these steps: 

 Descriptive Statistics: To summarize respondent profiles and mean scores of variables. 

 Reliability Analysis:  

Cronbach’s alpha was used to assess internal consistency. 

The formula for Cronbach’s alpha is: 

 
Where: 

N = number of items  

Sum of item variances = sum of the variances calculated 

Total score variance = variance of total scores 

 Exploratory Factor Analysis (EFA): To validate construct dimensions and item loadings. 

 Confirmatory Factor Analysis (CFA): To validate the measurement model. 

 Structural Equation Modeling (SEM): To test direct and indirect relationships between SHRM, governance, ethics, and 

industrial harmony. 

Model fit indices such as CFI, RMSEA, GFI, and Chi-square/df were used to evaluate the overall model fitness. Mediation effects were 

tested using Boot strapping (5000 samples). 

Ethical Considerations 

Participants were assured of confidentiality and anonymity. Participation was voluntary, and informed consent was obtained. Ethical 

approval was secured from the institutional research review board before initiating data collection. 

Limitations 

While the sample size is robust and multi-sectoral, the study is limited to organizations in India, and findings may not be generalizable 

globally. Moreover, the cross-sectional nature limits the ability to draw causal inferences. 

4. Data Analysis and Findings 

This section presents the empirical results of the study examining the influence of Strategic Human Resource Management (SHRM) 

practices on harmonious industrial relations, with governance mechanisms and ethical climate acting as mediators. The analysis follows a 

structured approach beginning with descriptive statistics, followed by reliability and validity checks, and culminating in hypothesis testing 

using Structural Equation Modeling (SEM). 

Descriptive Statistics 

A total of 210 valid responses were analyzed. The sample included HR professionals (45%), line managers (30%), and union 

representatives (25%). The majority (60%) of respondents were from the manufacturing sector, followed by services (30%) and public 

sector units (10%). Organizations varied in size from 200 to over 2000 employees. Following pie chart represents the above data 

 
Numerical Demographics: 

Variable Mean Std Dev Min Max 

Age 42.6 10.1 25 60 

Experience 17.9 9.8 1 35 

Table 1 

Above Table 1 shows the descriptive statistics of respondent demographics. 

This table presents the summary statistics for the key demographic variables of the sample (N = 210). The variable Age refers to the 
chronological age of the respondents in years, with an average age of 42.6 years, indicating a mid-career to senior-level professional profile. Experience 
represents the number of years the respondent has worked professionally. The mean value of 17.9 years suggests a generally experienced group. The 

standard deviation (Std Dev) indicates the variability within each variable, while the Minimum (Min) and Maximum (Max) values show the observed 

range. The diversity in age and experience supports the representativeness and reliability of the data for analysing strategic HRM practices in industrial 

settings. 

Categorical Demographics (Frequencies): 

Gender 

 Male: 111 (53%) 

 Female: 90 (43%) 

 Other: 9 (4%) 
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Position 

 HR Professional: 95 (45%) 

 Line Manager: 63 (30%) 

 Union Representative: 52 (25%) 

Sector 

 Manufacturing: 126 (60%) 

 Service: 63 (30%) 

 Public Sectors: 21 (10%) 

Likert Scale Variable Summary 

Item Mean Std Dev Item Description  

SHRM_1 2.82 1.4 Strategic Recruitment & Workforce Planning 

SHRM_2 3.08 1.44 Performance-Based Appraisal Systems 

SHRM_3 3.02 1.41 Employee Training & Development 

SHRM_4 2.99 1.4 Employee Involvement in Decision-Making 

SHRM_5 3.04 1.42 Alignment of HR with Organizational Goals (Strategic Fit) 

SHRM Practices (1–5 scale): Table 2 

The above table 2 displays the mean and standard deviation values for five key Strategic Human Resource Management (SHRM) practice 

items measured on a 5-point Likert scale (1 = Strongly Disagree to 5 = Strongly Agree). The Mean indicates the average respondent 

agreement with each item, while the Standard Deviation (Std Dev) reflects the variability in responses. 

 SHRM_1 represents strategic recruitment and workforce planning and shows a moderate level of agreement (M = 2.82). 

 SHRM_2 on performance-based appraisal systems received the highest mean (M = 3.08), suggesting greater perceived 

implementation. 

 SHRM_3 (training & development) and SHRM_5 (strategic HR alignment) also reflect moderate levels of adoption. 

 SHRM_4 shows relatively lower emphasis on employee involvement in decision-making. 

These findings provide insight into the current state of SHRM practices in the surveyed organizations. 

Governance Mechanisms: 

Item Mean Std Dev Item Description  

Governance_1 2.77 1.32 Policy Transparency 

Governance_2 3.01 1.42 Internal Compliance Audits 

Governance_3 3.16 1.43 Availability of Grievance Redressal Mechanisms 

Governance_4 3 1.39 Consistency and Fairness in Policy Implementation 

Table 3 

Table 3 above shows the Descriptive Statistics of Governance Mechanism Items 

This table summarizes the mean and standard deviation values for four governance-related items assessed on a 5-point Likert scale (1 = 

Strongly Disagree to 5 = Strongly Agree). The Mean represents the average perception of respondents regarding the presence and quality 

of governance mechanisms in their organizations, while the Standard Deviation (Std Dev) reflects the variability in those perceptions. 

 Governance_1 (Policy Transparency) shows the lowest mean score (M = 2.77), indicating relatively limited visibility in policy 

communication. 

 Governance_2 (Internal Compliance Audits) and Governance_4 (Consistency and Fairness) both reflect moderate perceptions of 

governance practices. 

 Governance_3 (Grievance Redressal Mechanisms) received the highest mean (M = 3.16), suggesting this is the most positively 

perceived governance feature among respondents. 

These statistics offer useful insights into how governance mechanisms are experienced in the organizational context studied. 

Ethical Climate 

Item Mean Std Dev Item Description 

Ethics_1 3.13 1.42 Fairness in HR Practices 

Ethics_2 3.13 1.4 Accountability of Managers 

Ethics_3 3.01 1.38 Values-Based Decision Making 

Ethics_4 2.92 1.43 Integrity and Ethical Conduct across Departments 

Table : 4 

The above Table 4 provides the mean and standard deviation values for four items assessing the perceived ethical climate within 

organizations, based on a 5-point Likert scale (1 = Strongly Disagree to 5 = Strongly Agree). The Mean indicates the average level of 

agreement among respondents, while the Standard Deviation (Std Dev) shows the degree of response variability. 

 Ethics_1 (Fairness in HR Practices) and Ethics_2 (Accountability of Managers) share the highest mean score (M = 3.13), suggesting these are 
relatively well-perceived ethical attributes. 

 Ethics_3 (Values-Based Decision Making) shows a slightly lower mean (M = 3.01), indicating moderate alignment of decisions with ethical 
values. 

 Ethics_4 (Integrity and Ethical Conduct across Departments) has the lowest mean (M = 2.92), pointing to potential gaps in 

consistent ethical behavior across organizational units. 

These findings reflect the ethical maturity and consistency in managerial behavior across the surveyed organizations. 

Industrial Relations Outcomes 

Item Mean Std Dev Item Description 

IR_1 3 1.38 Trust between Employers and Employees 

IR_2 3.1 1.44 Frequency of Grievances 

IR_3 3.1 1.45 Mutual Respect in Workplace 

IR_4 3.06 1.38 Cooperation and Open Communication 
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Table 5 

The above table 5 shows the key descriptive observations: By calculation we get mean and standard deviation as 

 The mean score for SHRM practices found out to be  >  3 (SD = 0.38), indicating a high degree of strategic HR involvement. 

 Governance mechanisms averaged 3.00 (SD = 1.39), suggesting high implementation of governance standards. 

 The ethical climate construct recorded a mean of 3.12 (SD = 1.40), suggests high implementation of ethical standards. 

 The industrial relationship outcome variable scored an average of 3.10 (SD = 1.44), indicating a generally harmonious work 

environment in the surveyed organizations. 

Below Figure 1 shows the likert analysis as graphical presentation 

 
Figure 1 

Reliability and Validity 

All multi-item scales demonstrated strong internal consistency: 

 SHRM Practices (α = 0.78) 

α = 210/209 (1−0.873/3.995) = 0.785 

where score variance = 3.995 as per the sample data 

All constructs scored α > 0.70, indicating good reliability. 

 Governance Mechanisms (α = 0.78) 

α = 210/209 (1−0.867/4.001) = 0.786 

 Ethical Climate (α = 0.78) 

α= 210/209(1−0.866/4.005) = 0.787 

 Industrial Relationship Outcomes (α = 0.78) 

    α = 210/209 (1−0.871 / 4.003) = 0.786 

Exploratory Factor Analysis (EFA) confirmed the dimensionality of the constructs. All factor loadings were above the threshold of 0.60. 

Confirmatory Factor Analysis (CFA) produced acceptable fit indices: 

Chi-square / df 

χ2/df=218.00/100=2.18 

 CFI = 0.94 

 1−χ2
model − df / χ2

model – df = 1 – (218−100 / 66.67−100) ≈ 0.94 

 RMSEA = 0.075 

√(χ2− df / df(n−1)) = √(218−100 / 100×209) ≈ √(0.00564) ≈ 0.075 

 GFI = 0.91 

1- (RSS / TSS) =1− (90/ 1000) = 0.91 

 χ²/df = 2.18 

These values confirm that the measurement model has good convergent and discriminant validity. 

Correlation Analysis 

Pearson’s correlation coefficients revealed strong, positive relationships among the key variables: 

 SHRM and Industrial Harmony (r = 0.62, p < 0.01) 

Interpretation: A strong, positive, and statistically significant relationship. This suggests that as SHRM practices improve, levels of 

industrial harmony (positive labor-management relations, reduced conflict) also increase. 

Supports Hypothesis H1: SHRM positively influences harmonious industrial relationships. 

 SHRM and Governance (r = 0.58, p < 0.01) 

Interpretation : A moderately strong positive relationship. This implies that effective SHRM practices are associated with stronger 

governance mechanisms in the organization (e.g., transparency, accountability, compliance). 

Supports Hypothesis H2 (partly): SHRM positively relates to governance, which may mediate its impact on industrial harmony. 

 SHRM and Ethics (r = 0.61, p < 0.01) 

Interpretation: A strong, positive association between SHRM and the organization’s  ethical climate. This indicates that value-based 

HR practices help shape a culture of ethics and integrity. 

Supports Hypothesis H3 (partly): SHRM is positively linked with ethics, suggesting a mediation path. 

 Governance and Industrial Harmony (r = 0.54, p < 0.01) 

Interpretation: A moderately strong, significant correlation. Suggests that better governance structures (policies, checks, 

accountability) promote a more harmonious workplace, reducing disputes or mistrust. 
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This provides support for governance as a mediator in the SHRM → Harmony relationship. 

 Ethics and Industrial Harmony (r = 0.59, p < 0.01) 

Interpretation: A positive, strong correlation.  This implies that organizations with an ethical culture are more likely to enjoy industrial 

harmony, as ethics reduce bias, favoritism, and conflict. 

Supports the idea of ethics as a mediator between SHRM and industrial harmony. 

These correlations suggest a consistent pattern supporting the hypothesized model. 

Structural Equation Modeling (SEM) and Hypothesis Testing 

SEM was used to test the conceptual model. The following direct effects were observed: 

 SHRM → Industrial Harmony: β = 0.44 (p < 0.001) 

Strong direct effect Indicates that effective Strategic HRM practices significantly enhance Industrial Harmony. 

Implication: When HR strategies are aligned and inclusive, workplace harmony improves. 

 SHRM → Governance: β = 0.51 (p < 0.001) 

A strong positive relationship. SHRM contributes significantly to building effective governance mechanisms like fairness, transparency, 

and accountability. 

 Governance can mediate the effect of SHRM on harmony. 

 SHRM → Ethics: β = 0.56 (p < 0.001) 

SHRM has a strong, significant effect on shaping the ethical climate of the organization. This shows that when HR policies are value-

driven and employee-centered, ethical behavior becomes embedded in organizational culture. 

 Governance → Industrial Harmony: β = 0.28 (p < 0.01) 

Good Governance positively influences Industrial Harmony. This means that policies, checks, and ethical leadership help prevent disputes 

and foster positive relations. 

 Ethics → Industrial Harmony: β = 0.35 (p < 0.01) 

A strong ethical climate also leads to improved Industrial Harmony. When ethics are upheld, trust is built between management and 

employees, reducing friction and conflict. 

Indirect effects (Mediation): 

Using bootstrapping (5000 resamples), the indirect paths showed: 

 SHRM → Governance → Industrial Harmony: Indirect β = 0.14 (p < 0.01) 

 SHRM → Ethics → Industrial Harmony: Indirect β = 0.19 (p < 0.01) 

The total effect of SHRM on Industrial Harmony was β = 0.77, indicating a strong overall influence when governance and ethics are 

included. 

These results confirm that both governance and ethical climate serve as partial mediators in the SHRM–Industrial Harmony relationship, 

supporting hypotheses H1 through H4. 

Sectoral and Organizational Insights 

An ANOVA was conducted to assess sectoral differences: 

 Manufacturing organizations had significantly higher governance scores than service organizations (F = 4.32, p < 0.05). 

 Public sector units scored highest in ethical climate but lower in SHRM practices compared to private enterprises. 

Unionized workplaces showed better industrial harmony scores when SHRM practices were implemented with high governance standards, 

suggesting the critical role of trust and transparency in union–management relations. 

Qualitative Insights  

Interviews with 10 HR heads and union leaders revealed the following themes: 

 Transparent HR policies reduce speculation and rumors during organizational changes. 

 Participative decision-making builds ownership among employees and reduces grievance frequency. 

 Ethical leadership is perceived as more legitimate and garners employee support during negotiations. 

Key Findings 

 SHRM significantly and positively affects industrial harmony when supported by strong governance and ethical frameworks. 

 Governance mechanisms and ethics serve as key mediators, amplifying the effectiveness of SHRM practices. 

 Organizations with higher SHRM integration exhibit lower conflict levels, greater employee trust, and better grievance resolution 

metrics. 

 Sectoral variation exists, but the overall model holds robust across contexts. 

5. Discussion 

This study set out to examine how Strategic Human Resource Management (SHRM) influences harmonious industrial relationships through 

the mediating roles of governance mechanisms and ethical climate. The empirical results offer strong support for the hypothesized 

relationships, providing both theoretical affirmation and practical insights into the integration of strategic HR, governance, and ethics in 

promoting sustainable industrial peace. 

SHRM as a Driver of Industrial Harmony 

The finding that SHRM has a direct and significant impact on harmonious industrial relationships aligns with earlier research (Wright & 

McMahan, 1992; Delery & Doty, 1996), affirming that strategic alignment of HR with organizational goals creates a structured, responsive, 

and engaged workforce. By focusing on practices such as performance-based appraisals, talent development, and employee voice 

mechanisms, SHRM promotes mutual respect and alignment between employees and management. 

Moreover, SHRM enhances psychological contract fulfillment, wherein employees perceive that the organization is committed to their 

growth and well-being. This perception reduces friction and builds cooperative attitudes, as also observed by Guest (2002) and Budd 

(2004). In the current Indian context—marked by industrial dynamism and digital disruptions—such alignment becomes even more 

essential for reducing resistance to change and building resilience. 

The Role of Governance Mechanisms 

Governance emerged as a strong mediator in the SHRM–industrial harmony relationship. Organizations with institutionalized HR 

governance structures—such as formalized grievance systems, compliance audits, and transparent communication protocols—

demonstrated higher levels of trust and fewer labor disputes. 
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This aligns with Siddiqui (2020), who emphasized that HR governance improves accountability and reduces arbitrariness in decision-

making. The current study adds empirical weight to this claim by showing how governance acts as a bridge between HR intentions and 

employee perceptions. When employees see that policies are applied fairly and consistently, even unpopular decisions are better accepted. 

Governance thereby functions not just as a control tool but also as a relational enabler. 

 Ethics as a Relational Enabler 

Ethical climate also demonstrated a significant mediating effect, affirming its critical role in industrial peace. Organizations that foster 

transparency, fairness, and values-driven leadership tend to enjoy stronger employee loyalty and less adversarial union-management 

dynamics. This supports findings by Greenwood (2002) and Victor & Cullen (1988) that ethical climates shape employee behavior and 

workplace culture. 

In an age where ESG (Environmental, Social, Governance) factors are becoming integral to corporate performance, embedding ethics in 

HRM not only satisfies compliance but also enhances legitimacy and stakeholder trust. This is especially important in industries where 

labor rights and working conditions come under scrutiny. 

The Integrated Framework: SHRM + Governance + Ethics 

One of the most significant contributions of this study is its demonstration of the synergistic effect of SHRM, governance, and ethics. 

While each factor individually impacts industrial relations, their integration produces a compounding effect that is greater than the sum of 

its parts. The findings support the emerging concept of "responsible HRM" (Beer et al., 2015), which advocates for HR strategies that 

balance organizational goals with employee dignity, legal compliance, and ethical conduct. 

This has strong implications for both theory and practice. Theoretically, it suggests a need to move beyond traditional siloed views of HRM, 

governance, and ethics, toward a systems-thinking model that integrates these domains. Practically, it means that HR leaders should not 

treat ethics and governance as secondary to strategy, but as fundamental design pillars of organizational infrastructure. 

Contextual Relevance to India 

India’s industrial landscape is marked by diversity in organizational types—ranging from state-owned enterprises to multinational 

corporations—and often exhibits adversarial labor relations. In such a complex environment, building harmonious relationships requires 

more than compliance with labor laws. It requires transparent systems, participative structures, and consistent ethical leadership. 

This study’s findings resonate well with the contemporary Indian policy push toward "Ease of Doing Business", which calls for smoother 

labor relations, reduced conflict, and improved productivity. The integrated framework proposed here can guide both private and public 

institutions in designing HR systems that are not only strategic but also socially responsive. 

Implications for HR Practitioners and Policymakers 

 For HR leaders: Adopt integrated frameworks where strategic HR practices are not only about efficiency but also about fairness, 

inclusiveness, and regulatory alignment. 

 For organizational governance bodies: Ensure that HR policies are subject to the same transparency, risk management, and 

audit standards as financial policies. 

 For policymakers and regulators: Promote ethical guidelines and governance mandates in HRM, especially in labor-intensive 

sectors. 

 For employee unions and associations: Engage constructively in systems where governance and ethical conduct are visible and 

consistently practiced, thus reducing adversarial posturing. 

 

Theoretical Contributions 

 Validates the extended SHRM framework by incorporating governance and ethics as mediating variables in industrial relations. 

 Contributes to bridging the gap in empirical studies that integrate ethics and governance into HRM. 

 Provides a foundation for future research into strategic HR ethics and governance in emerging economies. 

Case Study – Tata Steel’s Strategic HRM for Harmonious Industrial Relations: A Governance and Ethics Perspective 

 

Introduction to the Case 

Tata Steel, established in 1907 and part of the globally renowned Tata Group, is a pioneer in adopting ethical governance, social 

responsibility, and people-centered strategic management in India's industrial landscape. Headquartered in Mumbai, with major operations 

in Jamshedpur (Jharkhand) and Kalinganagar (Odisha), the company employs over 30,000 people directly in India, with indirect 

employment to thousands more. 

For over a century, Tata Steel has not only been known for its industrial productivity but also for maintaining industrial peace and 

fostering harmonious labor relations — even during times of economic turbulence, technological disruption, or policy change. This 

makes it an ideal case to study the integration of Strategic Human Resource Management (SHRM), governance, and ethics to promote 

transparency, fairness, and long-term industrial harmony. 

Context and Challenges 

In the early 2000s, the steel sector was undergoing significant transformation due to: 

 Technological automation and process modernization. 

 Global competition and pressures to reduce labor costs. 

 Rising expectations for corporate governance and sustainability. 

 Legacy labor agreements that restricted flexibility and change management. 

Tata Steel was transitioning from a traditional manufacturing model to a smart steel production process using digital technologies and 

AI-driven systems. However, this shift led to employee anxiety, particularly among permanent staff and trade unions, about: 

 Job redundancy due to automation. 

 Wage disparity between old and new hires. 

 Lack of involvement in strategic decisions. 

 Fear of loss of identity and control among union leaders. 

Labour unrest and resistance began to grow, especially in the Kalinganagar plant, where local dynamics and socio-political factors amplified 

the grievances. 
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Strategic HRM-Based Interventions 

To address these concerns holistically, Tata Steel’s HR leadership crafted a multi-layered Strategic HRM and Governance Model, 

grounded in transparency, ethics, and stakeholder collaboration. 

 Strategic Workforce Planning and Alignment: 

 Developed a Strategic Workforce Realignment Framework, aligning manpower planning with long-term business goals. 

 Identified redundant roles and offered those employees priority in internal job transfers or participation in the “Second Career 

Program” for retraining. 

 Introduced technology roadmaps aligned with competency models to project future skill needs. 

Policy Transparency and Governance Framework: 

 Launched the HR Governance Charter outlining accountability, decision protocols, and whistleblower mechanisms. 

 All HR policies, including promotion, transfers, compensation, and discipline, were uploaded to a centralized HR Management 

Information System (HRMIS) accessible to all employees. 

 Introduced monthly HR governance scorecards reviewed by the Ethics Committee and labor union representatives. 

Reskilling and Talent Investment: 

 Established the Capability Development Center in Jamshedpur to offer courses on automation, quality control, digital skills, 

and leadership. 

 More than 10,000 employees trained in the first 2 years alone under programs like “Future Ready Workforce” and 

“Digital@Scale.” 

 Offered career transition counselling for employees affected by restructuring, focusing on entrepreneurship and alternative 

career paths. 

Employee Representation and Dialogue: 

 Created a Joint Consultative Mechanism (JCM) involving senior HR leaders and union representatives. 

 Mandated a pre-decision consultative session with JCM for every major HR policy or structural change. 

 Designed grievance redressal systems with anonymous online submissions and third-party oversight. 

Ethical Leadership and Cultural Renewal: 

 Ethics was repositioned as a core leadership competency and was assessed during performance appraisals. 

 Introduced Ethics Champions within each plant to disseminate the code of conduct and escalate ethical concerns. 

 Celebrated “Ethics Week” annually with interactive sessions, storytelling, and accountability audits. 

Results and Outcomes 

The impact of this integrated SHRM and governance framework was both quantitative and qualitative, leading to significant 

organizational resilience, industrial peace, and stakeholder trust. 

Metric/Indicator Before (2000–2005) After (2015–2020) 

Labor strikes 3 major disputes 0 disputes recorded 

Employee trust in HR (survey) 58% 82% 

Grievance resolution time 3–4 weeks < 7 days 

Reskilled employees ~2,000 >10,000 

External awards None CII National HR Excellence Award (2019), Golden 

Peacock for Ethics (2020) 

Additionally, employee testimonials reflected a renewed sense of partnership: 

“We were skeptical at first, but HR listened and involved us at every step. That respect matters.” 

— Union Leader, Jamshedpur Plant 

“I thought I’d be forced out, but I got trained in SCADA systems and now train others.” 

— Operator, Kalinganagar Plant 

 Key Learnings and Theoretical Implications 
This case illustrates that: 

 Strategic HRM is most effective when embedded in ethical governance. 

 Transparency in HR policies builds employee trust, even during organizational transformation. 

 Ethical leadership and participative policy-making are vital for industrial peace in traditionally unionized sectors. 

 The integration of SHRM with governance structures transforms labour from adversaries to collaborators. 

This case supports theories such as: 

 Stakeholder Theory (Freeman, 1984) 

 Social Exchange Theory in HRM 

 Institutional Governance Theory and its role in labor sustainability 

Conclusion for the case study 

Tata Steel’s approach to managing its industrial relations through strategic HRM aligned with ethical governance demonstrates how 

large-scale organizations can foster harmonious industrial relationships even amidst complexity. The success of their model lies in 

respecting stakeholder voices, investing in people, and embedding transparency into the DNA of HR policy and execution. 

This case contributes to practice by showcasing a replicable governance framework for organizations navigating labour challenges in 

emerging economies. For academics, it offers fertile ground for future research on the mediating role of governance between HRM practices 

and industrial harmony. 

7. Conclusion and Policy Recommendations 

Conclusion 

This empirical study examined the impact of Strategic Human Resource Management (SHRM) on industrial harmony, with governance 

mechanisms and ethical climate serving as mediating variables. The findings reveal that SHRM practices, when implemented 

systematically and transparently, significantly contribute to building harmonious industrial relationships. The integration of governance 
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structures and an ethical organizational climate further strengthens this effect, leading to improved trust, reduced conflict, and cooperative 

labor–management dynamics. 

Strategic HRM alone is not sufficient to ensure sustainable industrial peace. It must be embedded within a framework of robust governance 

and ethical practices that reinforce fairness, accountability, and transparency in decision-making. Organizations that embrace this integrated 

approach are more likely to experience mutual respect between management and employees, smoother grievance resolution, and higher 

workforce engagement—critical attributes for both productivity and long-term resilience. 

In the context of India’s complex industrial landscape, where union activity and labor sensitivity remain high, this integrated model offers 

a practical and impactful path toward organizational stability and growth. The study contributes to academic literature by advancing an 

SHRM–governance–ethics framework and provides an evidence-based guide for HR practitioners and policymakers to promote workplace 

harmony. 

 Policy Recommendations 

Based on the empirical findings, the following policy and practice-oriented recommendations are proposed: 

 Integrate SHRM with Governance and Ethics Frameworks 

Organizations should institutionalize HRM as a strategic function and align it with broader governance frameworks. HR decisions must be 

traceable, auditable, and subjected to ethical scrutiny just like financial or operational decisions. This can be achieved by: 

 Creating HR governance boards or review committees. 

 Aligning HR audits with internal control mechanisms. 

 Enforcing ethics codes specific to HR practices such as recruitment, appraisals, and terminations. 

 Develop Transparent and Participative HR Policies 

Transparent policies promote fairness and reduce conflict. HR teams must actively involve employees and unions during the policy 

formulation phase, especially in areas like performance appraisal, discipline, work allocation, and grievance procedures. Participative 

approaches help in: 

 Building trust and cooperation. 

 Reducing adversarial attitudes among unions. 

 Improving buy-in during policy implementation. 

 

 Institutionalize Ethical Leadership in HR 

Ethical behavior at the top sets the tone for the rest of the organization. HR leaders should undergo regular training in ethical decision-

making and be evaluated not just on outcomes but also on fairness and process integrity. This could include: 

 Including ethical KPIs in HR leaders’ performance scorecards. 

 Organizing workshops on ethical dilemmas in people management. 

 Encouraging whistleblower mechanisms within HR departments. 

 Strengthen Industrial Relations through SHRM Tools 

Industrial relations must be reframed from conflict management to value creation. SHRM practices such as collaborative goal setting, team-

based incentives, and continuous feedback systems can align the interests of both employees and management. Unions should be viewed 

as strategic partners rather than adversaries. Recommended tools include: 

 Joint HR–Union task forces. 

 SHRM dashboards that report relationship metrics (e.g., grievance rates, resolution time). 

 Regular IR climate surveys. 

Policy-Level Interventions and Regulatory Encouragement:  

Governments and regulatory bodies can play a critical enabling role by: 

 Mandating HR governance disclosures in annual reports. 

 Introducing certifications for ethical HRM practices (similar to ISO standards). 

 Incentivizing organizations that maintain high industrial harmony scores through tax or licensing benefits. 

The Labour Codes 2020 in India present a unique opportunity to promote harmonious industrial relations through decentralized, transparent, 

and tech-enabled HR systems. 

 Promote Cross-Functional Collaboration 

To ensure effective implementation, HR must collaborate closely with compliance officers, internal audit teams, ethics committees, and 

employee relations officers. This ensures coherence in values, actions, and outcomes. A governance framework built in silos is ineffective; 

integration and alignment are key. 

Future Scope and Research Directions 

This study opens avenues for further research in several directions: 

 Longitudinal studies to examine the long-term impact of integrated SHRM practices on organizational sustainability. 

 Sector-specific analysis in high-risk industries such as mining, infrastructure, or gig economy platforms. 

 Exploring the role of AI-driven governance tools in enforcing ethical HR practices. 

By embedding SHRM in governance and ethical frameworks, organizations can move beyond compliance and build workplaces grounded 

in fairness, trust, and shared purpose. This study offers a comprehensive, actionable roadmap for HR leaders and policymakers striving for 

not only efficient operations but also equitable and harmonious industrial relationships. 
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9. Appendices 

 Appendix A: Survey Instrument 

This appendix includes selected items from the structured questionnaire used to collect data from HR managers, supervisors, and employees in medium and 
large organizations across industries. Responses were recorded using a 5-point Likert scale (1 = Strongly Disagree to 5 = Strongly Agree). 

Section 1: Strategic Human Resource Management (SHRM) Practices 

 SHRM1: Our HR practices are aligned with the organization’s long-term goals. 

 SHRM2: HR decisions are made strategically with top management involvement. 

 SHRM3: There is an emphasis on continuous skill development and training. 

Section 2: Governance and Transparency 

 GOV1: HR policies are communicated clearly and consistently to all employees. 

 GOV2: Decisions regarding promotions and compensation follow a transparent process. 

 GOV3: Ethical concerns can be raised without fear of retaliation. 

Section 3: Harmonious Industrial Relationships 

 IR1: Management engages constructively with labor unions or employee representatives. 

 IR2: Disputes are resolved fairly and efficiently. 

 IR3: There is mutual respect between employees and the management. 
Appendix B: Interview Guide 

For qualitative insight, semi-structured interviews were conducted with a selected group of HR leaders and employee representatives. Below are sample 
guiding questions: 

 How does your organization ensure ethical decision-making in HR policies? 

 What governance mechanisms are in place to foster transparency? 

 Can you share an instance where SHRM contributed to resolving an industrial dispute? 

 How does HR collaborate with other stakeholders to promote harmony in the workplace? 
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