Quest Journals

Journal of Research in Business and Management
Volume 13 ~ Issue 7 (July 2025) pp: 15-23
ISSN(Online):2347-3002

www.questjournals.org

Research Paper

A Study on the Impact of Sustainable HR Practices on
Employee Performance: Evidence from Cochin Port
Authority

I'Shibla Sherin P

Assistant Professor, AL Shifa college of arts and science,
Perinthalmanna

2 Jeffy Anie Abraham
MBA Student, Lead College of Management, Palakkad

3 Dr.Thomas George K
Professor, Lead College of Management, Palakkad

4*Dr. Balamourougane R
Associate Professor, Lead College of Management, Palakkad

Abstract

Sustainable Human Resource Management (SHRM) has emerged as a pivotal strategy for enhancing
organizational performance while addressing environmental and social responsibilities. This study examines the
impact of SHRM practices on employee performance within the Cochin Port Authority, a critical node in India’s
maritime sector. Employing a descriptive research design, data were collected through structured questionnaires
from 105 mid-level employees. Key findings indicate that SHRM dimensions, such as career development, work-
life balance, and employee well-being, positively influence employee performance metrics like job satisfaction,
productivity, and retention. Regression analysis reveals that 65% of the variance in employee performance is
explained by SHRM practices (R? = 0.65). These findings underscore the importance of integrating sustainability
into HR policies to foster workforce engagement and organizational resilience.
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I.  Introduction

The maritime industry, responsible for nearly 80% of global trade by volume, is a cornerstone of the global
economy, connecting markets and facilitating the movement of goods across continents. Despite its indispensable
role, the industry has come under growing scrutiny for its environmental impact and sustainability practices. Issues
such as greenhouse gas emissions, marine pollution, and inefficient resource utilization have prompted calls for
greater alignment with global sustainability goals, such as those outlined in the United Nations' Sustainable
Development Goals (SDGs). Within this evolving landscape, the integration of sustainability into organizational
practices, particularly Human Resource Management (HRM), has become a critical focus area.

Sustainable Human Resource Management (SHRM) emerges as a strategic approach that integrates
economic, environmental, and social dimensions into HR practices. Unlike traditional HR practices, which often
prioritize short-term goals such as recruitment, performance management, and training, SHRM emphasizes long-
term organizational resilience. It seeks to align workforce management with broader sustainability objectives,
fostering not only operational efficiency but also environmental stewardship and social equity. This transformative
approach to HRM positions employees as key stakeholders in an organization's sustainability journey.

Employee performance, a multifaceted construct encompassing task efficiency, innovation, and
organizational citizenship behaviors, plays a pivotal role in achieving organizational objectives. High-performing
employees drive productivity, foster innovation, and contribute to a positive workplace culture. However,
traditional HR practices often fall short in addressing the holistic needs of employees, including their well-being
and engagement in sustainable practices. SHRM offers a pathway to bridge this gap by embedding principles of
sustainability into the core of HR processes, thereby enhancing employee satisfaction, loyalty, and overall
performance.
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Cochin Port Authority (CPA), a major maritime hub located on India’s southwest coast, presents a
compelling case for examining the impact of SHRM. As a key player in the maritime sector, CPA handles a diverse
range of cargo and operates under the jurisdiction of the Ministry of Ports, Shipping, and Waterways. The port’s
strategic location and role in facilitating trade in southern India make it an economic linchpin for the region.
However, the dynamic and competitive nature of the maritime industry necessitates continuous innovation in
workforce management. The unique challenges faced by CPA—such as managing a diverse workforce, aligning
operations with environmental regulations, and maintaining operational efficiency—underscore the relevance of
SHRM in this context.

This study investigates the role of SHRM in enhancing employee performance at CPA, focusing on key
dimensions such as career development, work-life balance, and employee well-being. By examining how these
practices influence performance outcomes, the research aims to provide actionable insights for maritime
organizations striving to achieve sustainability while maintaining competitive advantage. Furthermore, this study
seeks to contribute to the growing body of literature on SHRM, particularly in the maritime industry, where
empirical research remains limited.

As the maritime sector continues to evolve, integrating sustainable practices into HRM can catalyze
organizational transformation, promoting not only economic performance but also environmental and social
sustainability. This research underscores the potential of SHRM to act as a strategic enabler, aligning employee
performance with the broader sustainability goals of the maritime industry.

II.  Literature Review

Sustainable Human Resource Management (SHRM) is increasingly recognized as a transformative
approach to workforce management, integrating environmental, social, and economic sustainability into HR
practices. SHRM represents a shift from traditional HRM, emphasizing long-term organizational resilience and
aligning employee performance with broader sustainability goals. Guerci et al. (2016) highlight SHRM's potential
to foster organizational sustainability by embedding eco-friendly practices, prioritizing employee well-being, and
encouraging community engagement. These practices are particularly relevant in industries facing environmental
scrutiny, as they enable organizations to balance operational efficiency with social and ecological responsibilities.

Recent studies have expanded on the various dimensions of SHRM and their impact on employee
performance. Lu et al. (2023) found that wellness programs and eco-friendly workplace policies enhance
employee resilience and engagement, key contributors to overall performance. Similarly, Piwowar-Sulej (2022)
emphasized the role of SHRM in fostering diversity, equity, and inclusion (DEI), noting that equitable recruitment
and compensation practices create inclusive workplaces that improve employee satisfaction and retention. Singh
et al. (2022) explored green HRM initiatives such as environmental awareness training and sustainable
performance metrics, demonstrating their ability to align employees with organizational sustainability goals while
improving productivity. These findings collectively underscore SHRM's multifaceted benefits, although they are
predominantly drawn from corporate or manufacturing sectors, leaving industries like maritime relatively
underexplored.

Employee performance, a critical organizational outcome, is influenced by SHRM through various
pathways. Turner et al. (2023) revealed that work-life balance initiatives significantly enhance engagement and
retention, with 67% of employees attributing their improved productivity to such practices. Wang et al. (2022)
highlighted SHRM's role in fostering creativity and innovation through continuous training and supportive
environments. Furthermore, Smith et al. (2022) identified well-being programs as critical to job satisfaction,
demonstrating that organizations prioritizing employee health experienced a 20% reduction in absenteeism.
Muisyo et al. (2021) explored the integration of green HRM with organizational culture, finding that employees
who perceive their workplace as environmentally responsible are more engaged and aligned with the
organization's goals. These studies reinforce the importance of SHRM in enhancing employee outcomes, yet few
address its cumulative impact in complex sectors like maritime operations.

SHRM research has also delved into mediating and moderating factors influencing its effectiveness. Al-
Sadi et al. (2022) found that organizational commitment enhances the relationship between SHRM and employee
performance, with employees who feel committed to their organization deriving greater benefits from SHRM
initiatives. Similarly, Johnson et al. (2021) identified job satisfaction as a mediator between sustainable
compensation practices and task performance, suggesting that SHRM can indirectly improve outcomes by
fostering positive employee experiences. Pekkarinen et al. (2023) explored the contextual application of SHRM
in Finnish companies, revealing that cultural and industry-specific factors significantly affect its implementation.
Zhu et al. (2020) highlighted the mediating role of environmental beliefs in the effectiveness of green HRM,
suggesting that fostering pro-environmental attitudes among employees enhances the success of sustainability
initiatives.

Despite these advances, the maritime industry's unique workforce dynamics and regulatory demands
remain underrepresented in SHRM research. The maritime sector, characterized by high operational complexity

DOI: 10.35629/3002-13071523 www.questjournals.org 16 | Page



A Study on the Impact of Sustainable HR Practices on Employee Performance: Evidence from ..

and significant environmental impact, provides a compelling context for examining the applicability and outcomes
of SHRM. By addressing these gaps, this study contributes to the growing discourse on SHRM and its role in
fostering sustainable organizational practices.

III.  Research Gap

While extensive research has demonstrated the positive impact of Sustainable Human Resource
Management (SHRM) on organizational outcomes, significant gaps remain in its application and effectiveness
across different sectors. Most studies have concentrated on corporate and manufacturing industries, where the
adoption of SHRM practices is relatively straightforward due to structured work environments and established
sustainability frameworks. However, the maritime industry, which plays a critical role in global trade and faces
unique challenges such as stringent environmental regulations, high workforce diversity, and operational
volatility, remains underexplored. The sector's dependence on human capital for operational efficiency and its
substantial environmental footprint highlights the need for targeted SHRM practices that address these
specificities. This lack of focus leaves a critical knowledge gap in understanding how SHRM can be effectively
implemented and leveraged in maritime contexts.

Furthermore, while existing literature emphasizes individual dimensions of SHRM, such as green HRM,
wellness programs, and work-life balance initiatives, there is limited investigation into the cumulative impact of
these practices on employee performance. The interplay between various SHRM dimensions and their collective
influence on outcomes like task performance, innovation, and organizational commitment is not well understood.
Additionally, few studies adopt a holistic perspective that integrates economic, social, and environmental
sustainability into SHRM frameworks. The lack of longitudinal research further compounds this gap, as the long-
term implications of SHRM on workforce dynamics and organizational resilience remain largely unexplored. This
study aims to bridge these gaps by examining the integrated impact of SHRM practices on employee performance
within the Cochin Port Authority, providing actionable insights for maritime organizations seeking to align
workforce strategies with sustainability goals.

IV.  Significance of the Study

This study is significant as it addresses a critical gap in understanding the role of SHRM practices in the
maritime sector, where workforce dynamics are uniquely complex and sustainability pressures are high. By
examining how SHRM dimensions influence employee performance at Cochin Port Authority, the study provides
actionable insights for HR practitioners and policymakers in the maritime industry to design targeted,
sustainability-oriented workforce strategies. Additionally, the findings contribute to the academic discourse on
SHRM by validating its theoretical frameworks, such as the Triple Bottom Line and Sustainable HRM Theory, in
a maritime context, thereby advancing both research and practice in aligning human resource policies with
organizational sustainability goals.

V.  Statement of the Problem

In an era of increasing global competition and sustainability demands, organizations face the challenge
of aligning workforce management with long-term environmental, social, and economic goals. The maritime
industry, which accounts for nearly 80% of global trade, must balance operational efficiency with stringent
regulatory requirements and workforce well-being. Despite the critical role of human capital in maritime
operations, there is limited empirical research on how Sustainable Human Resource Management (SHRM)
practices influence employee performance in this sector. Cochin Port Authority, a major hub in India's maritime
industry, provides a compelling context to explore the impact of SHRM practices, such as career development,
work-life balance, and employee well-being, on enhancing employee engagement, productivity, and retention.

This study aims to address the following objectives:

1. To analyze the demographic profile of employees and its influence on perceptions of SHRM practices.

2. To examine the relationship between SHRM dimensions—career development, work-life balance, and
employee well-being—and employee performance metrics.

3. To determine the collective impact of SHRM practices on employee performance using a regression model.

4. To provide actionable recommendations for implementing effective SHRM practices to enhance
organizational performance.

Hypotheses of the study

. H1: Demographic variables (age, income, and work experience) significantly influence employee
perceptions of SHRM practices.

. H2: Career development as a dimension of SHRM has a significant positive relationship with employee
performance.
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. H3: Work-life balance as a dimension of SHRM has a significant positive relationship with employee
performance.

. H4: Employee well-being as a dimension of SHRM has a significant positive relationship with employee
performance.

. H5 SHRM practices collectively have a significant impact on employee performance.

VI.  Research Methodology
6.1 Research Design
This descriptive study employed structured questionnaires to assess the relationship between SHRM practices and
employee performance.
6.2 Population and Sample
The target population comprised 1200 employees at CPA. A sample of 105 mid-level employees was selected
using convenience sampling.

6.3 Data Collection and Tools

. Primary Data: Structured questionnaires covering SHRM dimensions (e.g., career development, work-
life balance) and performance indicators (e.g., job satisfaction, retention).
. Secondary Data: Organizational records and relevant literature.
. Tools of Analysis: Regression and percentage analyses were employed to interpret the data, presented

via tables and charts.

VII.  Data Analysis and Interpretation
This section presents the analysis of the data collected from the respondents, focusing on the demographic profile,
the impact of SHRM practices on employee performance, and the overall regression model used to measure
relationships among variables.

7.1 Demographic Profile of Respondents
The demographic profile of respondents provides an overview of their age distribution, income levels, and work
experience, offering insights into the characteristics of the Cochin Port Authority (CPA) workforce.

|Dem0graphic Variable ||Categ0ry ||Frequency (%) |
[Age |[20-30 years |[15% |
| |[30-40 years |[60% |
| ||Ab0ve 40 years ||25% |
[Income Level |[z20,000-230,000 |[10% |
| |[z30,000-260,000 |[70% |
| |[Above 260,000 |[20% |
|Work Experience ||Less than 3 years || 15% |
| ||375 years ||20% |
| ||M0re than 5 years ||65% |

Key Insights:

1. Age Distribution: The majority of respondents (60%) are between 30 and 40 years old, representing a

mid-career cohort. This group is likely to balance career aspirations with organizational expectations, making
them receptive to SHRM initiatives.

2. Income Levels: A significant proportion (70%) of respondents earn between 330,000 and 60,000
monthly, indicative of mid-level roles within the organization.
3. Work Experience: Over 65% of respondents have more than five years of tenure, suggesting familiarity

with the organization’s policies and potential stability in their roles.

7.2 SHRM Practices and Employee Performance
1. Career Development
Career development emerged as a significant predictor of employee performance.

. Findings:

o 75% of respondents indicated that opportunities for skill enhancement positively influenced their job
satisfaction.

. Statistical Results:
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o Regression analysis revealed a significant positive relationship (B = 0.45, p < 0.01) between career
development initiatives and employee performance.

. Implications:

o Career development programs align employee aspirations with organizational goals, enhancing retention

and engagement.

2. Work-Life Balance
Work-life balance plays a crucial role in reducing employee stress and fostering productivity.

. Findings:

o 68% of employees reported improved productivity and job satisfaction due to flexible work
arrangements.

. Statistical Results:

o Work-life balance initiatives significantly impacted job satisfaction (B = 0.52, p <0.01).

. Implications:

o Flexible policies mitigate burnout, foster loyalty, and create a supportive work environment.

3. Employee Well-Being
Employee well-being programs demonstrated a strong impact on organizational commitment and retention.

. Findings:

o 72% of respondents attributed improved commitment to mental health and wellness initiatives.

. Statistical Results:

o Well-being initiatives were highly predictive of retention (f = 0.60, p < 0.01).

. Implications:

o Investments in physical and mental health yield substantial gains in productivity and long-term
‘SHRM Practice HB Coefficient Significance (p-value) Hlmpact I
‘Career Development H0.45 H< 0.01 HEnhanced job satisfaction |
‘Work—Life Balance H0.52 H< 0.01 Hlmproved productivity ‘
‘Employee Well-Being H0.60 H< 0.01 HStronger retention and loyalty |

organizational alignment.

7.3 Regression Model Analysis

The regression model was employed to evaluate the collective impact of SHRM dimensions on employee
performance.

Model Summary:

. R? Value: 0.65, indicating that 65% of the variance in employee performance is explained by SHRM
practices.

. F-Statistic: 45.87, significant at p < 0.01, confirming the model’s overall predictive validity.

ANOVA Table:

|Source ||Sum of Squares||Mean Square“F ||Signiﬁcance (p)|
[Regression|[124.56 I3 J[41.52 |[45.87]|< 0.01 |
[Residual ][67.34 |[101][0.67 | |
[Total___|[191.90 [104] L] |

Regression Equation:

Employee Performance = 0.45(Career Development) + 0.52(Work-Life Balance) + 0.60(Employee Well-Being)
+g

Key Insights from Regression Analysis:

1. Significance of SHRM Practices: All three dimensions (career development, work-life balance, and well-
being) significantly predict employee performance, highlighting their critical role in HR strategy.
2. Employee Well-Being as a Major Predictor: Among the SHRM dimensions, well-being initiatives

exhibited the strongest positive impact, underscoring the importance of mental and physical health programs.
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VIII. Discussion
8.1 Hypotheses Based on Objectives
Objective 1: To analyze the demographic profile of employees and its influence on perceptions of SHRM
practices.
. HI1: Demographic variables (age, income, and work experience) significantly influence employee
perceptions of SHRM practices.
Objective 2: To examine the relationship between SHRM dimensions—career development, work-life balance,
and employee well-being—and employee performance metrics.

. H2: Career development as a dimension of SHRM has a significant positive relationship with employee
performance.
. H3: Work-life balance as a dimension of SHRM has a significant positive relationship with employee
performance.
. H4: Employee well-being as a dimension of SHRM has a significant positive relationship with employee
performance.

Objective 3: To determine the collective impact of SHRM practices on employee performance using a regression
model.

. HS5: SHRM practices collectively have a significant impact on employee performance.

Objective 4: To provide actionable recommendations for implementing effective SHRM practices to enhance
organizational performance.

. Hypotheses under this objective are not directly tested but supported through the findings from H1-HS.

8.2 Findings and Hypotheses Testing

H1: Demographics and SHRM Perceptions

. Findings: Analysis of variance (ANOVA) showed no statistically significant differences in perceptions
of SHRM practices across age (p = 0.18), income (p = 0.21), or work experience (p = 0.25). Employees
demonstrated consistent appreciation for SHRM initiatives regardless of demographic variations.

. Conclusion: H1 is rejected. Demographics do not significantly influence perceptions of SHRM practices.
H2: Career Development and Employee Performance
. Findings: Regression analysis revealed a significant positive relationship between career development

and employee performance (f = 0.45, p < 0.01). Employees who accessed skill-building opportunities reported
enhanced job satisfaction and productivity.

. Conclusion: H2 is accepted. Career development has a significant positive impact on employee
performance.

H3: Work-Life Balance and Employee Performance

. Findings: Flexible work policies were positively associated with employee productivity (p = 0.52, p <
0.01). Respondents indicated that these policies reduced stress and improved work engagement.

. Conclusion: H3 is accepted. Work-life balance significantly enhances employee performance.

H4: Employee Well-Being and Employee Performance

. Findings: Employee well-being initiatives, particularly mental health programs, emerged as the strongest
predictor of performance (B = 0.60, p < 0.01). These programs were linked to improved retention and
organizational loyalty.

. Conclusion: H4 is accepted. Employee well-being has a significant positive impact on employee
performance.

HS5: Collective Impact of SHRM Practices on Employee Performance

. Findings: The regression model explained 65% of the variance in employee performance (R>=0.65, F =
45.87, p <0.01). This highlights the importance of an integrated SHRM approach.

. Conclusion: HS is accepted. SHRM practices collectively have a significant impact on employee
performance

8.3 Incorporation into Discussion

The findings indicate that while demographic factors do not significantly influence perceptions of SHRM
(rejecting H1), the individual and collective contributions of SHRM dimensions (career development, work-life
balance, and employee well-being) are strongly supported (acceptance of H2—-HS).

1. The rejection of H1 suggests that SHRM practices resonate universally across demographic categories.
This underscores the inclusivity of sustainability-driven HR initiatives and their broad appeal to diverse employee
groups.
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2. The significant positive relationships established in H2, H3, and H4 validate the role of SHRM
dimensions in driving employee performance. These findings align with prior research, such as Turner et al. (2023)
and Smith et al. (2022), which emphasize the transformative potential of career development, work-life balance,
and well-being programs.

3. The acceptance of H5 demonstrates the importance of an integrated SHRM approach, highlighting the
collective impact of sustainability-oriented HR practices. This supports frameworks like the Triple Bottom Line
and Sustainable HRM Theory, advocating for holistic strategies that balance economic, social, and environmental
goals.

4. Based on the findings, actionable recommendations include expanding career development initiatives,
enhancing wellness programs, and promoting flexible work arrangements to improve performance and retention.
This structured approach ensures alignment between objectives, hypotheses, and findings, reinforcing the study’s
contribution to SHRM research and its practical implications for maritime organizations

8.4 Theoretical Implications

The findings of this study provide strong support for Sustainable Human Resource Management (SHRM) theory,
particularly in the context of its role in enhancing long-term organizational sustainability. SHRM theory integrates
the principles of sustainability—economic, social, and environmental—into human resource management
practices, which this study reinforces by demonstrating the positive impact of SHRM practices on employee
performance. By showing that career development, work-life balance, and employee well-being contribute to
higher employee engagement, productivity, and retention, the study validates SHRM as a strategic tool that helps
organizations achieve not only operational success but also long-term sustainability. Moreover, the research
highlights the importance of integrating employee welfare with organizational goals, aligning with SHRM’s core
objective of balancing short-term operational effectiveness with long-term organizational resilience. This theory,
when applied in the maritime industry, proves to be a powerful framework for aligning workforce management
strategies with broader sustainability goals, supporting the idea that SHRM practices can positively influence
employee outcomes while contributing to sustainable organizational growth.Furthermore, the findings extend
SHRM theory by emphasizing the collective impact of various SHRM dimensions. While traditional HR practices
often focus on isolated practices like career development or work-life balance, this study demonstrates that a
comprehensive approach—integrating these different SHRM dimensions—can lead to substantial improvements
in employee performance. This strengthens the theoretical understanding of SHRM as a multifaceted approach,
where the synergy between various HR practices creates a robust foundation for long-term organizational
sustainability. In addition, the study's focus on the maritime sector provides empirical evidence for the application
of SHRM theory in an industry characterized by unique operational challenges and sustainability pressures, thus
broadening the scope and relevance of SHRM theory across diverse sectors

8.5Practical Implications: From a practical perspective, the study provides valuable insights for maritime
organizations, highlighting how SHRM practices can present a significant competitive advantage by aligning
employee performance with organizational sustainability goals. In a sector that is heavily regulated and faces
increasing pressure to adopt sustainable practices, the strategic integration of SHRM practices—such as career
development, work-life balance, and employee well-being—offers maritime organizations a way to improve not
only employee satisfaction and engagement but also overall operational efficiency. By fostering a positive
organizational culture through these SHRM practices, maritime organizations can enhance employee
performance, reduce turnover rates, and increase retention, which are all crucial factors in achieving long-term
success in a competitive global industry. The study’s findings suggest that SHRM practices, when effectively
implemented, can help maritime organizations meet the growing demand for sustainability while simultaneously
optimizing their workforce performance. For example, career development programs not only contribute to
employee satisfaction but also align employee goals with the broader organizational mission, enhancing both
personal growth and organizational performance. Similarly, work-life balance initiatives can alleviate burnout,
boost morale, and improve productivity, leading to a more resilient and engaged workforce. Employee well-being
initiatives, especially those addressing mental health, can significantly increase commitment and retention,
reducing the costs associated with turnover and absenteeism. Thus, adopting SHRM practices not only benefits
employees but also contributes to the broader goals of organizational sustainability by improving efficiency,
fostering innovation, and enhancing organizational reputation, which is particularly crucial in an environmentally-
conscious sector like maritime.In conclusion, the study highlights the practical importance of SHRM as a strategic
enabler for maritime organizations to navigate sustainability challenges. By aligning HR practices with
sustainability objectives, maritime organizations can gain a competitive edge, attract top talent, and ensure a high-
performing workforce that contributes to the long-term sustainability of both the organization and the industry at
large.
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IX. Conclusion

This study confirms the significant role of Sustainable Human Resource Management (SHRM) practices
in enhancing employee performance at Cochin Port Authority (CPA). Specifically, career development, work-life
balance, and well-being programs were found to have a strong positive impact on employee engagement, job
satisfaction, and retention. These SHRM practices align employee goals with organizational objectives, promoting
both individual growth and organizational success. By investing in sustainable HR initiatives, CPA not only fosters
a more engaged and productive workforce but also contributes to long-term organizational sustainability, creating
a resilient workforce capable of adapting to industry challenges. These findings underline the importance of
integrating SHRM into the strategic framework of maritime organizations to drive performance while meeting
sustainability goals.

9.1 Limitations and Future Research

While this study offers valuable insights into the impact of Sustainable Human Resource Management
(SHRM) practices on employee performance at Cochin Port Authority (CPA), it is important to acknowledge
certain limitations that may affect the broader applicability of the findings. Firstly, the use of convenience
sampling presents a potential limitation in terms of generalizability. As the sample may not fully represent the
entire workforce at CPA or the broader population of employees within maritime organizations, the findings
should be interpreted with caution when applying them to other contexts or organizations within the sector. The
sampling method may also introduce biases, as employees who volunteered or were easily accessible could differ
in characteristics or attitudes from those who were not included in the study.Secondly, the study's cross-sectional
design, which focuses on data collected at a single point in time, limits the ability to conclude the long-term effects
of SHRM practices on employee performance and organizational sustainability. A longitudinal approach would
allow for a more comprehensive understanding of how SHRM practices influence employee outcomes over time,
providing insights into their sustained impact and potential for driving long-term organizational growth. Without
such an approach, the study is unable to account for temporal changes in employee perceptions or organizational
performance resulting from the implementation of SHRM practices. These methodological constraints suggest
that further research employing more representative sampling methods and longitudinal designs is needed to
validate and expand upon the findings presented here.

9.2 Future Research: Future research should consider adopting a longitudinal approach to examine the long-term
effects of SHRM practices on employee performance and organizational outcomes. A longitudinal study would
enable researchers to track how SHRM practices evolve over time and provide a deeper understanding of their
sustained impact on critical employee outcomes such as engagement, productivity, and organizational success.
This approach would allow for a more comprehensive analysis of the dynamic relationship between SHRM
initiatives and performance, capturing temporal changes and providing insights into the lasting effects of SHRM
practices on employee behavior and organizational growth.

Additionally, future studies could explore the influence of industry-specific factors on the effectiveness of SHRM
practices within maritime organizations. Factors such as regulatory challenges, compliance with environmental
sustainability initiatives, and the impact of global supply chain disruptions on workforce management could
significantly affect the implementation and outcomes of SHRM. By understanding how these external pressures
shape SHRM practices, future research could provide more nuanced insights into how maritime organizations can
effectively integrate sustainability goals with employee performance. Moreover, expanding the scope of the study
to include multiple maritime organizations would allow for a more comprehensive comparison of SHRM practices
across different contexts, facilitating a broader understanding of how these practices can be tailored to meet the
diverse needs of organizations within the maritime sector. This would contribute to the development of industry-
specific guidelines and best practices for implementing SHRM in maritime settings, ensuring alignment with both
organizational and sustainability objectives.
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