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Abstract

This SLR provides a global perspective on SHRM, focusing on realigning human capital with
the firm's purpose amid current challenges and new trends. The review aims to reflect on
SHRM's contributions to aligning purpose across sectors, examine major global trends and
innovations, and suggest directions for future research. A comprehensive search of Scopus, Web
of Science, and Google Scholar yielded 2820 records from 2020 to 2025. After screening, 30
studies were selected for inclusion. The findings identify five key themes: SHRM as a strategic
tool to embed purpose through frameworks like the Resource-Based View and Social Exchange
Theory; increased employee engagement and well-being when personal and organizational
purposes align; the role of digital tools and agile HR practices in maintaining purpose alignment
in hybrid or remote work settings; advances in green HRM and ESG-oriented practices; and the
importance of authentic leadership and ‘cultural fit' in aligning employees' organizational
purpose. Despite growing interest in this area, significant gaps remain, including the under-
representation of emerging economies and non-corporate contexts, the lack of longitudinal
studies, inconsistent measurement of constructs, and limited empirical research on digital
technologies in HRM. The review advocates for more longitudinal, industry-specific, and cross-
cultural studies, the development of standardized measures for purpose alignment, and further
analysis of the ethical use of technology in SHRM. Enhancing these capabilities will give SHRM
a strategic edge and help organizations integrate talent practices with emerging global trends and
values.

Keywords: Employee alignment, Purpose alignment, Purpose-driven HRM, SHRM, Systematic
literature review
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1. Introduction
The modern literature has been documenting the evolution of Strategic Human Resource
Management (SHRM) rather comprehensively, including the shift from being a traditional
personnel administration towards becoming a fundamental strategic activity (Armstrong &
Taylor, 2023). This change of paradigm indicates the increasing acceptance of human capital as
an important organizational performance factor in the current knowledge-based economy. The
idea of purpose-driven HRM, i.e., the human resource practices being deliberately crafted to
establish an alignment between the behaviors of the employees and the mission, vision, and
values of the organization, has been given an increasingly extensive scholarly attention
recently(Carreno, 2024). This conformity has proved to deliver massive gains in various
organizational aspects.

According to empirical studies, purpose-aligned SHRM practices have a positive effect on the
level of employee engagement Alfes et al. (2021), facilitate better psychological well-being at
work Morris (2024) and are related to better financial performance indicators (Khan et al., 2020).
The findings of this study are especially topical in terms of the contemporary business world,
where organizations are growing under pressure to prove their financial sustainability and social
responsibility. The Resource-Based View (RBV) of the firm Barney (1991) and the Social
Exchange Theory (SET) Blau (1964) are the most extensively relied upon theory underpinnings
of this stream of research, by far, and it is not hard to see why; the combination of the two offers
a considerably sound basis on how strategic HR practices are able to generate sustainable
competitive advantage via the development and deployment of human capital.

There are a number of interesting studies that have helped us to understand purpose-driven
HRM. Gionfriddo et al. (2021) investigated the process of purpose-driven companies using HRM
practices to build trust and create relational contracts, and discovered that the named practices
produce a significant boost in organizational commitment. On the same note, Shamsuddin et al.
(2023) showed that cultural-structural fit was critical in employee empowerment programs,
where there should be alignment between HR formal structures and informal culture in
organizations. Digitalization of work has introduced an additional level of complexity in this
area, and studies conducted by Kess-Momoh et al. (2024)demonstrate how remote and hybrid
work patterns imply the need to use new solutions to ensure purpose alignment in online
contexts.

Some of the important mechanisms of purpose alignment by SHRM are identified in the
literature. These are strategic workforce planning (linked talent management to organizational
purpose) Liu (2023), performance management systems (rewarded purpose-driven behaviours)
Stone et al. (2024), and leadership development programmes (developed purpose-oriented
management skills) (Holbeche, 2022). Also, the importance of communication strategies has
been noted in ensuring that the organizational purpose becomes real to the employees, regardless
of their levels (Carreno, 2024).

The recent developments in the sphere are the incorporation of environmental, social, and
governance (ESG) factors into HR Cesério et al. (2022), the involvement of behavioral science
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knowledge to boost the purpose adoption Pattanayak (2020) and employing advanced analytics
to quantify the effects of purpose alignment programs (Riana et al., 2020). This is indicative of
the maturing of SHRM as organizations attempt to establish a sense of meaning between
individual and organizational goals.

Nevertheless, regardless of the pronounced advances in the conceptualization of purpose-driven
SHRM, there are still some major drawbacks to the existing literature. These are the gaps that
offer challenges and future research in this significant area. One of the major limitations deals
with methodological approaches. A large portion of the current studies is conceptually based on
models Holbeche (2022) or qualitative in nature Gionfriddo et al. (2021), which are valuable in
theory development but restrict the external validity of the results. The lack of large-scale,
longitudinal studies is quite remarkable, as such studies would be more likely to give stronger
indications of the long-term impacts of purpose alignment initiatives. Available quantitative
studies are scanty and, in most cases, cross-sectional in design Byarugaba et al. (2022), which
precariously makes it hard to draw causal relations between SHRM practices and organizational
outcomes. Such a gap in methods is especially problematic because, in practice, there is a
growing tendency towards the evidence-based management of HR.

Another serious limitation is the geographical and cultural areas covered by contemporary
studies. Most of the research is done on Western, educated, industrialized, rich, and democratic
(WEIRD) samples Anderson M (2024) and Meier 111 (2021), with comparatively very minimal
consideration given to emerging markets Abdullaev (2023) or non-corporate environments. Such
a Western-centric approach provokes doubt regarding the universality of suggested models and
frameworks. By way of example, organizational purpose and employee alignment might have
different implications in a collectivist culture or an individualist culture, or in a governmental
(public sector) organization and a private sector organization. The absence of comparative cross-
cultural research is a lost chance to create more differentiated perceptions of purpose-driven
HRM across global settings.

The literature is also biased in terms of sectoral representation. Some industries, such as the
technology and professional service industries, are relatively well-studied, but the
manufacturing, healthcare, and education industries are underrepresented. This proves especially
problematic considering that the implementation and effect of purpose-driven HRM must
probably differ quite considerably across sectors with diversified workforce profiles, regulatory
frameworks, and functional demands. Current research is particularly lacking in the public
sector, non-profit organizations, and small and medium enterprises (SMESs), yet they play
significant roles in the majority of economies.

The high rate of digitalization of work has exceeded the academic inquiry concerning its
consequences on purpose-based HRM. Regarding how artificial intelligence, machine learning,
and people analytics can be used to increase purpose alignment, little empirical research has been
conducted so far, as some studies consider the role of technology (Shyu et al., 2023). Equally,
the issues toward the purpose coherence in the distributed, virtual work settings demand more

https://ejol.aau.edu.et/index.php/jfmd April 2026
34



Journal of Finance, Management and Development (JFMD), 2026, 1 (2), PP. 32-53

methodical inquiry. Such gaps are especially acute in the context of increased remote and hybrid
work models afterwards in the wake of the COVID-19 pandemic.

Another concern is the case of measurement and evaluation. The current research also uses a
variety of metrics to measure purpose alignment, which are often incompatible with each other
Pereira & Bamel (2021), inhibiting the possibility of comparing results across studies or
accumulating knowledge. Regarding purpose-driven HRM, there is neither an agreed set of key
performance indicators nor common tools to measure the level of alignment between individual
and organizational purpose. This issue of measurement flows over to evaluating the ROl of
purpose alignment initiatives, which is a gap in the literature that persists.

Last, the literature is inclined to concentrate on the successful cases of purpose-driven HRM
implementation, and rather little consideration is given to the failures, unintended effects, or
problems of implementation. Such selective publication (of positive findings) constrains our
view of the pitfalls and obstacles that effective purpose alignment might entail. Future efforts
should focus on opposing forces toward purpose-driven efforts, the negative side of strong
organizational identification, and the difficulty of keeping purpose and alignment when facing an
organizational crisis or change. These shortcomings highlight the importance of a systematic
review to bring together the findings and outline the direction of future research. To fill these
gaps, the present review looks at:

1. What role do SHRM practices determine Human capital alignment to purpose?

2. Which are the important themes and trends within SHRM regarding purpose alignment?

3. What are viable lines of future investigation?
By systematically synthesizing prior research, this review clarifies dominant themes, identifies
conceptual and methodological limitations, and proposes directions for future inquiry.

2. Methods

2.1 Research design
This study adopts a systematic literature review (SLR) methodology in accordance with the
PRISMA guidelines to ensure transparency, rigor, and replicability. The SLR approach is
appropriate given the study’s objective of synthesizing fragmented evidence on SHRM and
organizational purpose and identifying dominant themes and research gaps.

2.2 Search Strategy

To identify relevant studies, a systematic search was conducted across major academic
databases, including Scopus and Web of Science, with an additional search in Google Scholar to
capture potentially omitted sources. The search strategy was designed to reflect the core concepts
underpinning this review and employed a structured Boolean search string combining Strategic
Human Resource Management, organizational purpose, and employee alignment. Specifically,
the following search string was used: (“strategic human resource management” OR “SHRM” OR
“HR strategy”) AND (“organizational purpose” OR “corporate purpose” OR “purpose-driven
organization”) AND (“employee alignment” OR “value alignment” OR “person—organization
fit”).
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To capture contemporary developments in the field, the search was limited to peer-reviewed
publications written in English and published between 2020 and 2025. In addition to database
searches, forward and backward citation chaining were conducted on influential studies, such as
(Alfes et al., 2021; Holbeche, 2022), to identify relevant articles that may not have been captured
through the initial search process. The initial database search yielded 2,820 records. Following
the inclusion of 30 pre-identified studies and the removal of duplicates, a total of 73 unique
records were retained for title and abstract screening. This broad and systematic search strategy
was adopted to ensure comprehensive coverage of the literature while maintaining alignment
with the study’s research objectives.

2.3 Selection Criteria

Two stages of screening were used to establish the eligibility of the study. Initially, the titles and
abstracts were screened by inclusion criteria of peer-reviewed requirement, SHRM-purpose
alignment explicitness, and empirical or conceptual contribution. The studies were excluded in
case they concerned general HR practices not linked to a strategy or lacked a defined purpose
alignment framework. This preliminary sifting took the number down to 73 possibly relevant
studies out of 2820. The second stage included examination of full texts in order to ensure
compatibility with research questions, methodological rigor, and substantive contribution to the
field. Such a meticulous review procedure led to the ultimate incorporation of 30 studies that
comply with the quality and relevance parameters, which are reflected in the articles listed in the
attached table. The study selection procedure emphasized relevance, methodological soundness,
and originality of the studies and avoided articles on the fringe of the purpose alignment or those
with weak methodology.

2.4 Quality Assessment

The quality of studies was assessed with the aid of a modified Newcastle-Ottawa Scale used in
non-randomized studies. They measured four dimensions that include theoretical rigor (clear
utilization of frameworks: RBV/ SET), methodological clarity (study design, sample traits, and
data assembly procedures), support to the research questions, and demonstrated influence
(citations and practical implications). The 30 included studies were classified according to their
quality, whereby 22 of the empirical studies portrayed strong methodology and clear results were
termed as high-quality studies. Six conceptual papers that had solid theoretical bases and less
empirical support were grouped in medium quality, whereas two studies that had little data or
methodological issues were noted as low quality but were kept due to their peculiar points of
view. This quality appraisal was done to guarantee that the conclusions of the review would be
dominated by the most rigorous and applicable research and consider the role of less exploratory
studies.

2.5 Data Extraction
An extraction template was designed to help systematically extract major information from each
study. That template systematized the information according to five themes, such as study
information (authors, year, country), purpose and themes (research objectives and alignment
focus), methods (study type and analysis methods), key findings (outcomes related to SHRM-
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purpose alignment), and gaps or future research directions. As an illustration, Shamsuddin et al.
(2023) was coded because of its conceptual framework explaining the relationship between
culture-structure alignment and empowerment, whereas the case study of purpose-driven
companies presented by Gionfriddo et al. (2021) was remembered due to its contributions
regarding trust-building mechanisms. This methodical extraction allowed comparisons across the
studies to be made systematically and resulted in thematic analysis. The resulting dataset
included all 30 studies listed in the attached table, and it is such that it contains a balanced
selection of both empirical (18) and conceptual (12) contributions that help the review to answer
its research questions through the prism of a wider variety of methodological approaches. The
PRISMA flow diagram recorded how the identification of records (2820) and subsequent
refinement 30 included studies) was recorded, which adds transparency to the selection process.

| Fecords identified through data base searchmg (n=2220) |

Identification

Becords after other duplicates removed (n=2192)

Eecords screened(n=2192) M Records excluded (n=2119)

Reading abstract and finding
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Figure 1: Selection Process
3. Results
The following systematic review of 30 articles on Strategic Human Resource Management
(SHRM) and organizational purpose alignment can present some major patterns and trends
observed in the literature. The review illustrates a growing body of academic literature that is
appreciative of the strategic value of harmonizing human capital with organizational mission.
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3.1 A description of the Studies

The systematic review examined 30 articles based on Strategic Human Resource Management
(SHRM) and its alignment to organization purpose. The literature chosen was peer-reviewed
journal articles (70 percent), conference proceedings (20 percent), and books (10 percent). The
most relevant topics were strategic HR frameworks (e.g., RBV, High-Performance Work
Systems), purpose-driven HRM, employee engagement, and the digital transformation of HR.
Research methodologies were varied and included quantitative surveys, qualitative case studies,
and conceptual/theoretical review studies. Geographically, studies were conducted across 15
countries but predominantly in the Western setting (60 percent), emerging economies (30
percent), and global/multi-country studies (10 percent).

3.2 Number of Publications per Year
The review showed that the number of publications on SHRM-purpose alignment is growing,
with the most significant activity in 2025 (1), 2024 (11 studies), 2023 (7 studies), 2022 (4
studies), 2021 (4 studies), and 2020 (3 studies). This expansion corresponds to the rising
scholarly and professional interest in the purpose-driven approach to HR practices, especially
after the pandemic, when organizations focus on the workforce's well-being and strategic
flexibility.

NUMBER OF PUBLICATION PER YEAR

B Year B Number of Publications

1 2

- -
3 4 5
Figure 2: Publication per year
3.3 Research types

In terms of methodology, the literature comprises a balanced proportion of methods. The
dominant percentage of 40 is quantitative research that utilizes advanced methods of study, such
as structural equation modeling and regression analysis, to study the connection between SHRM
practices and organizational results. The qualitative research makes up 33 percent of the research
and provides contextual and in-depth information in the form of case studies and interviews. The
literature contains 17% conceptual papers and the rest 10 percent mixed-methods. Such
methodological variety makes the total evidence base more powerful since it offers depth and
breadth of insight.
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Types of Studies

B Quantitative
m Qualitative
Conceptual

Mixed-methods

Figure 3: Research Types
3.4 Country of studies
The study is also heavily Western, geographically, with 60 percent of the sample represented by
studies of developed economies. The US has done 6 studies, the United Kingdom 5, and
Australia 4. The emerging economies are presented in 30 percent of the studies, with significant
contributions made by Malaysia, Ethiopia, and South Africa. A lesser percentage (10%) is global
or comparative in its approach. This allocation reflects the predominance of Western research in
the area in addition to the increasing yet insufficient focus on purpose alignment in emerging
economies.

COUNTRY OF STUDIES

B Western M Emerging Economies H Global

Figure 4: Country of studies
3.5 Publication field analysis
The academic journals in which these studies are published cut across several disciplines. No
fewer than half of the articles are in dedicated HR and organizational behavior journals, with 30
percent in general business and strategy journals. The rest 20% appear in interdisciplinary
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publications, which signifies the applicability of purpose alignment to various research fields.
This spread in terms of publication outlets suggests that the subject has now been acknowledged
outside the mainstream HR domain and is being considered as an issue of strategic importance.

Fileds of Studies

INTERDISCIPLINARY

BUSINESS/STRATEGY

HRM/ORGANIZATIONAL BEHAVIOR

L

‘Figure 5: Fields of studies

All of the findings allow us to draw a portrait of a developing and yet mature research field.
Although the literature has documented well the relationships between purpose-aligned SHRM
and positive organizational outcomes, it is possible to further diversify geographically and
sectorally the research base, build stronger longitudinal research, and build standardized methods
of measurement. All this, evidenced by the growing number of publications, indicates that this
field will rise in both scholarly and practical significance in the years to come.

3.6 Thematic Analysis of Strategic Human Resource Management

1. Purpose-Driven HRM as a Strategic Framework
The sources consistently present purpose-driven HRM as a breakthrough HRM that leaves the
transactional HR practices far behind and aims to align the workforce potential with the
organizational mission and values (Carreno, 2024; Holbeche, 2022). The literature underlines
that purpose alignment implies integrating HR systems, including recruitment, performance
management, and leadership development, with the core organizational aims (Armstrong &
Taylor, 2023). As an example, Shamsuddin et al. (2023) show how the cultural-structural fit
empowers employees, and Gionfriddo et al. (2021) reveal trust-enhancing processes in purpose-
based companies. These frameworks are supported by theoretical backgrounds, such as the
Resource-Based View (RBV) and Social Exchange Theory (SET), implying that purpose-
oriented HRM builds a long-term competitive advantage through increased engagement and
retention Alfes et al. (2021); Conway Morris, 2024). Nevertheless, there are still loopholes in the
implementation of purpose in various industries, especially those of emerging economies
(Abdullaev, 2023).
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2. Employee Engagement and Well Being

One of the prevailing research topics is the purpose-aligned SHRM in connection with better
employee engagement and well-being (Morris, 2024; V. Pereira & Bamel, 2021). According to
research, employees who believe that personal and organizational purpose is aligned have an
increased level of motivation, productivity, and psychological well-being (Alfes et al., 2021). As
an illustration, Meier 111 (2021) has determined that employee alignment explained 23.4 percent
of the variance in engagement that was mediated by the perceived organizational support. On the
same note, purpose congruence (alignment of employee and organizational purpose) is
associated with low burnout and low job satisfaction (Morris, 2024). One of them is the
difficulty in quantifying intangible end results (e.g., "meaningful work™), and the other is the
existence of hierarchical differences in the purpose adoption (Pereira & Bamel, 2021).
Autonomy as a moderating variable that enhances the purpose-well-being connection is to be
investigated in the future (Pereira et al., 2024).

3. Agile HRM and Digital Transformation

Remote work and Al have changed the purpose of SHRM in keeping the purpose aligned (Kess-
Momoh et al., 2024; Shyu et al.,, 2023). Research identifies digital HR technologies (e.g.,
analytics, virtual onboarding) as key to maintaining engagement in hybrid settings (Liu, 2023).
As an example, Kess-Momoh et al. (2024) proposes flexibility and digital communication as the
crucial aspects of virtual purpose alignment, whereas Shyu et al. (2023.) Emphasize the human-
centered design of Al to maintain the ethical HR practice. Nevertheless, there are still empirical
gaps in the ways that technologies such as generative Al can boost or destroy the coherence of
purpose (Shyu, et al., 2023.). Research on specific sectors (e.g., healthcare, education) should
be conducted to respond to differing digital preparedness (Gile et al., 2022).

4. Green HRM and sustainability

Organizational purpose is becoming connected to green HRM practices (e.g., eco-friendly
policies, sustainability training), especially in ESG-oriented firms (Cesario et al., 2022; Kiplimo
& Odiyo, 2024). One study proves that well-committed employees to the environment display a
greater person-organizational fit in case green HRM becomes a priority (Cesério et al., 2022).
Triple Bottom Line framework (people, planet, profit) has commonly been mentioned as a
framework to follow to integrate sustainability in HR strategy (Kiplimo & Odiyo, 2024).
Nonetheless, the obstacles to implementation are the cultural resistance and the absence of
measures to identify the contribution of green HRM (Cesério et al., 2022). The area of future
research should be cross-cultural comparison and sector-specific green HRM models.

5. Management and Cultural Fit
An essential theme that came out was the role of leadership in purposing and communicating
purpose and modeling purpose (Carreno, 2024; Holbeche, 2022). Purpose alignment is more
affected when transformational leaders can communicate a remarkable vision (Anderson, 2024).
The case research on such companies as Patagonia and Microsoft shows that purpose-oriented
leadership strengthens brand image and staff retention (Carreno, 2024). In contrast, the
superficial alignment (purpose-washing) decreases the trust (Holbeche, 2022). Such issues as the
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necessity to reconcile global purpose frameworks and local cultural norms Shaddiq & Irpan
(2023)should be viewed as a challenge.

6. Performance and Measurement Outcomes
Researchers support the argument that standardized metrics are required to determine the effect
of purpose alignment (Gede Riana et al., 2020; Stone et al., 2024). The quantitative studies
associate purpose-oriented HRM with financial performance Khan et al. (2020), innovation
Papaioannou et al. (2024), and competitiveness (Mentor et al., 2024). Nevertheless, the majority
of measures consider short-term results; longitudinal research is infrequent (Byarugaba et al.,
2022).

4. Discussion

The systematic review of the 30 studies on Strategic Human Resource Management (SHRM) and
the alignment of purpose in the organization shows that there is an increasing agreement on the
transformative power of purpose-based HRM. The approach goes beyond the transactional HR
practices and integrates organizational mission and values in all aspects of human resource
strategy, including recruitment and performance management (Armstrong & Taylor, 2023;
Carreno, 2024). As highlighted in the literature, purpose alignment is not just a theoretical notion
or a nice-to-have, but a strategic necessity, which delivers practical results, such as better
employee engagement and well-being or even better organizational performance(Alfes et al.,
2021; Morris, 2024). Theoretical models, including the Resource-Based View (RBV) and Social
Exchange Theory (SET), form a strong basis for how purpose-congruent HRM develops a
sustainable competitive advantage in an organization through a strongly engaged and committed
workforce (Barney, 1991; Blau, 1964). As some examples, Shamsuddin et al. (2023) show the
importance of aligning the organization culture and structure with HR practices to accelerate
employee empowerment or Gionfriddo et al. (2021) discuss the purpose-driven companies and
the role of trust and relational contracts. The body of this finding therefore stands to confirm the
assertion that purpose-driven HRM is a key lever to organizational success in the contemporary
dynamic and knowledge-based economy.

The strong theme within the literature is the significant role of purpose alignment on employee
engagement and well-being. The research is unanimous on the topic that employees who feel that
there is an alignment between their personal values and the purpose of the organization are more
likely to be highly motivated, productive, and psychologically well-being (Morris, 2024; V.
Pereira & Bamel, 2021). As an illustration,Meier 111 (2021) established that perceived
organizational support mediated the relationship between employee alignment and the variance
in engagement levels (23.4%). On the same note, purpose congruence, which is a match between
personal and organizational purpose, has been connected to burnout decrease and job satisfaction
(Conway (Morris, 2024). Nevertheless, the literature notes the difficulties of measuring the
intangible results like a sense of meaningful work, and overcoming the inconsistencies in the
purpose adoption at varied levels of hierarchy (Pereira & Bamel, 2021). The moderating value of
autonomy in fortifying the connection between purpose and well-being and the channels through
which purpose alignment may be cohesively broadcast across the organization should be
examined in future studies (Pereira & Bamel, 2021).
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Digitalization of work has given the purpose-driven HRM a new discourse dimension. The
popularization of remote and hybrid working schemes, caused by the COVID-19 pandemic, has
required new methods of ensuring purpose alignment in the digital workspace (Kess-Momoh et
al., 2024). Digital human resource (HR) technologies, including analytics and virtual onboarding
systems, have become some of the key facilitators of engagement and cohesion in distributed
teams (Liu, 2023a). Kess-Momoh et al. (2024) highlights the role of agility and online
communication in maintaining the purpose alignment, and Shyu, et al. (2023) propose human-
focused Al design as the means of ethical HR in the era of automation. Although these
contributions are valuable, empirical gaps exist, especially regarding how emerging technologies
such as generative Al can strengthen or weaken purpose coherence (Shyu, et al., 2023.). Also,
the research on the specifics of the industry should be conducted, as the levels of digital
preparedness of different industries, including healthcare and education, might present distinctive
impediments to the application of purpose-aligned HRM (Gile et al., 2022).

Also becoming prominent aspects of purpose-driven HRM are sustainability and Green HRM,
especially in organizations in which the environment, social, and governance (ESG) principles
are followed (Cesério et al., 2022; C Kiplimo & Odiyo, 2024). According to the studies, high
environmental commitment employees demonstrate a better person-organization fit if their
organizations focus on green HRM practices, including environmentally friendly policies and
sustainability training (Cesario et al., 2022). The Triple Bottom Line approach (people, planet,
and profit) is a framework that HR strategy must be guided by the idea of making sustainability
integrated into practice (C Kiplimo & Odiyo, 2024). Nevertheless, the literature states the major
obstacles to implementation, which are cultural resistance and the absence of regularized metrics
used to measure the effects of green HRM activities (Cesario et al., 2022). To overcome these
challenges the future research should focus on cross-cultural comparisons and the creation of
sector-specific models, and make sure that sustainability is enshrined in the objective of
organizations.

Leadership is the key to purpose alignment, modeling, and communication, as well as the key to
the successful alignment of purpose (Carreno, 2024; Holbeche, 2022). Translationally oriented
leaders capable of sharing a memorable vision and exhibiting genuine devotion to the cause have
more significant chances to establish a proper alignment throughout the workforce (Anderson M,
2024). The case study analyses of purpose-driven businesses, such as Patagonia and Microsoft,
demonstrate that authenticity in leadership positively impacts brand reputation and employee
loyalty (Carreno, 2024). On the other hand, purpose-washing the fake or pseudo alignment can
also damage the trust and organisational credibility (Holbeche, 2022). The literature also
underlines the issue of reconciling the global purpose frameworks with the local cultural
specifics, especially in the case of multinational organizations (Shaddiq & Irpan, 2023). To
overcome these issues, one needs a sophisticated sense of cultural dynamics and the ability to be
an inclusive leader whose message would appeal in a variety of situations.

Lastly, measuring and assessing purpose alignment are also aspects that are yet to be studied.
Although the quantitative research studies have identified associations between purpose-aligned
HRM and financial performance, innovation, and competitiveness, the urgent demand is for
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standardized measures that could help to evaluate the long-term effects of such initiatives (Gede
Riana et al., 2020; Stone et al., 2024). As an illustration, High-Performance Work Systems
(HPWS) were found to positively affect productivity purpose-driven company Khan et al.
(2020), yet the majority of measures are short-term, and the longitudinal evidence is lacking
(Byarugaba et al., 2022). A key aspect that will have to be undertaken to achieve these goals is
the further development of sound measurement tools that can be applied across different settings
and give practitioners the opportunity to act.

To sum up, the SHRM and purpose alignment literature provides a strong case in support of the
strategic approach to the inclusion of purpose in HR practices. Nevertheless, the discipline needs
to tackle methodological shortcomings, increase its geographical and sectoral coverage, and
build a set of common measurement methods to get the best out of purpose-driven HRM. With
organizations continuing to operate in a more complex and dynamic business world, the fit
between human capital and organizational purpose will continue to be an important source of
sustainable success.

5. Conclusion

The fact that the systematic review of 30 studies on Strategic Human Resource Management
(SHRM) and organizational purpose alignment highlights the significance of the purpose-driven
HRM in the development of modern workplaces also emphasizes this fact. As confirmed in the
literature, aligning HR practices with organizational purpose positively affects employee
engagement, employee well-being, and overall employee performance, supporting the strategic
importance of human capital as a factor of long-term success. The Resource-Based View (RBV)
and Social Exchange Theory (SET) are some of the theoretical frameworks through which
purpose-driven HRM generates competitive advantage due to the development of a motivated
and committed workforce.

The material findings reveal the life-changing effect of aligning purpose on various levels, such
as leadership, digital transformation, sustainability, and performance measurement. Comments
that authentic leadership is critical to both modeling and conveying purpose, such that
organizational values are present throughout the ranks of the workforce. In the meantime, digital
technology and agile HR activities are completing the picture in ensuring purpose coherence in
hybrid and remote working. Sustainability, incorporated into HRM, also enhances organizational
purpose, especially in ESG-oriented companies, but the issues of cultural opposition and the lack
of appropriate measurements still exist.

Although the field has made these developments, there are various shortcomings that it needs to
overcome to move forward. The overwhelming Western-centric focus of research, limitations of
methods, and the absence of unified metrics to evaluate the purpose alignment create a demand
to employ more diverse, longitudinal, and cross-cultural studies. The prospective research
directions are sector-specified implementation, ethical Al in HRM, and the long-term financial
and social effects of purpose-driven approaches.
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Summing up, purpose-driven SHRM is a paradigm approach to transactional HR practices, a
strategic and value-based approach, and a linkage of human capital to organizational mission. As
companies continue to grapple with the shifting workforce-related dynamics, economic as well
as technological disruptions, purpose alignment will continue to be a distinguishing factor
towards long-term success. When accompanied by a strong dedication of leadership, enabled by
digital transformation, and underpinned by powerful measurement systems, organizations that
focus on authentic purpose embedding are more likely to succeed in creating both employee and
organizational success.

6. Proposed future research area

Further studies on Strategic Human Resource Management (SHRM) and purpose alignment
should focus on the use of longitudinal research studies to determine causal linkages between
purpose-oriented HR practices and long-term organizational performance, as the majority of the
existing literature is based on cross-sectional research designs. Researchers ought to conduct
studies with a broader geographical coverage than the Western setting to incorporate a larger
proportion of studies done in emerging economies, where the variance of culture and institutions
might provide distinct answers about purpose implementation. The sector-specific research is
urgently needed, especially in the industries that are underrepresented, like healthcare, education,
or governmental entities, to create individualized frameworks of purpose alignment.
Digitalization of the work sphere requires dedicated studies on the potential of using emerging
technologies, such as artificial intelligence and machine learning, in creating a more coherent
purpose in virtual and hybrid workspaces in an ethically sustainable way. Forward research
would also benefit by generating standardized measures and key performance indicators to
enable the consistent measurement of the effect of purpose alignment in various organizational
settings. Also, the possible adverse effects of the purpose-driven HRM, such as the instances of
purpose-washing or extreme organizational identification, should be studied to present a more
comprehensive picture of implementation challenges. A cross-cultural comparative research
would be informative in investigating the purpose alignment variation in diverse national and
organizational cultures. Lastly, the concepts of interdisciplinary research that merge the
knowledge of behavioral science, neuroscience, and technology studies may present novel
perspectives on the employee-purpose alignment process. Such avenues of research would make
a huge contribution to theoretical knowledge and practical implementation of purpose-driven
SHRM in modern organizations.
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