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Abstract

The purpose of the paper is to identify the strategic human resources practices (SHRPs)
prevalent in steel industries which are leading to decent work and economic growth in global
context. An extensive literature review was conducted to identify the SHRPs. The SHRPs are
then thematically categorized with the help of field experts and academicians of India having
expertise in 17 SDGs. The findings are then modelled in consultation with academicians. The
finding would be helpful in identifying and addressing the SHRPs of steel industry considering
SDG 8. The steel industry would be benefitted in implementing decent work for economic
development.

Keywords: Strategic Human Resource Practices, SDG 8, Decent Work & Economic Growth,
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1. Introduction

Sustainable development has become a trend for organizations that are catering to productivity,
inclusion, safe, and socially sensitive (Singh and Gupta, 2018; Andreotti et al., 2023). Among
the 17 SDGs prescribed be United Nations, SDG-8 focusses on Decent Work and Economic
Growth. It links economic growth with employment quality, labour rights, workplace safety,
social inclusion as well as productivity. The objective lies in sustained and inclusive economic
growth, valuable employment, and decent work for all (Kreinin & Aigner, 2022).
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Organizations are focussing on fair employment practices, their development, occupational
safety, equality, and meaningful participation along with economic performance (Berhan,
2020). Human resource management therefore considered a critical organizational system
which can address SDG 8 in workplaces.

The steel industry cannot be seen in isolation. This strategically important industry supports
construction, infrastructure, transportation, energy, manufacturing and other industrial
activities (Karlsson et al., 2020). Steel production involves complex production systems,
capital intensive infrastructure & technology (Gajdzik & Wolniak, 2021), demanding
occupations, shift-based work, exposure to occupational hazards, and diverse workforces
(Rajak & Chattopadhyay, 2026), such as different strata of employees, contractors, apprentices,
engineers, and managerial personnel (Evans & Stroud, 2016). Their presence creates
significant human resource challenges. Consequently, to maintain a sustainable economic
development of steel industry, quality of employment and working conditions are to be
considered independently.

With this perspective, strategic human resource management lays an important conceptual
foundation for alignment of human resource policies and practices keeping in view of the long-
term organizational and social objectives. Strategic human resource practices can influence
both organizational performance and the quality of work expected from the employees.

The relationship between strategic human resource practices in steel industry and SDG 8 is
significant since decent work encompasses multiple dimensions of employment (Arda et al.,
2025). Despite the growing emphasis on sustainable HRM and the SDGs, an important research
gap remains, since existing studies often focus on individual HR practices in relation to
organizational performances, employee outcome, or sustainability, and less attention on
portfolio of strategic HR practices collectively contribute to SDG 8 in steel industries.

The present study addresses this gap by analysing strategic human resource practices in the
steel industry through the lens of SDG 8. It conceptualises strategic HR practices as not only
as simple managerial mechanisms but potential organizational pathways for advancing decent
work along with sustainable economic participation.

2. Methodology

2.1 Identification of Strategic HR Practices: Extensive literatures were analysed from reputed
peer reviewed journals published globally. Strategic practices addressing SDG 8 were further
identified and analysed.

2.2 Thematic Arrangement: All the strategic HR Practices so obtained were thematically
arranged in consultation with field experts and academic experts having significant knowledge
in SDGs. Three dimensions were arrived at such as, Human Capital Development with four
strategic HR practices, Strategic Leadership & Participation with three strategic HR practices
and Sustainable Performance & Workplace Excellence with two strategic HR practices.
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2.3 Development of Conceptual Model: The model was developed in consultation with field
experts and academician having knowledge of SDGs.

3. Findings
3.1 Human Capital Development

3.1.1 Apprenticeship Programmes: Apprenticeship Programs are attractive to job-seeking
youths because the steel industries provide practical on the job-trainings which can be an early
entry to employment, economic independence, and social recognition. These programs provide
a mechanism for developing industry-ready skills and bridging school-to-work transitions
(Altreiter, 2021). The need for initial vocational education and training to respond to Industry
4.0 as digitisation is transforming production processes and demanding new skill requirements
(Antonazzo et al., 2023). Industrial transitions require coordinated skill policies, retraining, and
workforce adjustment measures (Botta, 2019).

3.1.2 Competency Mapping: Shaheen et al. (2019) developed a framework for contractual
workers in India’s steel sector classifying competencies into knowledge, skills, and attitudes
supported by behavioral indicators. Organizations can map and evaluate workforce
competencies for recruitment, training, development, and performance management.
Complementing this, Marlapudi and Lenka (2025) identified seven competency groups and 21-
sub-groups prioritizing digital-technical and industry specific competencies recognizing
generic competencies as foundational, followed by cognitive and business competencies.

3.1.3 Skill Development. Singh and Gupta (2018) highlighted worker training, skill
development, occupational health, and social wellbeing as important social dimensions of
sustainability in Indian steel industry. Akyazi et al. (2023) emphasized the importance of
technical knowledge, interdisciplinary skills, and ability to manage emerging sustainable
production technologies. Stroud et al. (2026) further showed that Al adoption in metallurgy
requires transversal skills such as problem solving, collaboration, communication, adaptability,
and critical thinking, in addition to technical skills.

3.1.4 Talent Management:. Systematic talent identification, development, retention and
alignment of employee capabilities to address organizational objectives, Salamatian et al.
(2024) developed a talent management model that highlighted the importance of talent
management in technology-intensive steel industry. Developing a talent management support
system in sustaining organizational human capabilities, Morioka et al. (2025) demonstrated the
value of systematic approaches in identifying employee capabilities, supporting employee
development, and maintaining skill and knowledge.

3.2 Strategic Leadership & Participation

3.2.1 Leadership Development. Effective leadership behaviour shapes employee attitudes,
satisfaction, and performance in Indian steel industry (Kesari and Verma, 2018). Leadership
commitment led to innovation, speed, strategic capability and organizational transformation in
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JSW steel, India (Singh, 2024). Leadership and managerial capabilities support supply chain
resilience in Mobarakeh Steel Company, Iran (Amin et al., 2025).

3.2.2 Employee Engagement. Work-life balance, leadership style and employee engagement
contribute employee performance highlighting workforce effectiveness (Katili et al., 2021).
Supportive management practice can enhance employee attachment strengthening employee
loyalty in Egyptian iron and steel industry (Abd-El-Salam, 2023). Lean management
contributes to sustainable performance with employee performance play an important
moderating role (Thawornsujaritkul and Boonnual, 2024). Employee involvement fosters
green HRM supporting sustainability in steel industry (Kumar et al., 2026).

3.2.3 Industrial Relations: Sustainable industrial relations depend on joint learning, collective
bargaining, cooperation and institutional adaptation to respond constructively in technology
implementation and organizational changes (Miiller-Jentsch, 2018). Digital gamification
supported energy-efficiency initiatives in European steel industries creating new forms of
employee participation and interaction, stressing workforce involvement (Stroud et al., 2020).
Decarbonization involves argued power relations and governance, making stakeholder
negotiation and worker participation important (Grouiez and Klenaner, 2026).

3.3 Sustainable Performance & Workplace Excellence

3.3.1 Performance-based Rewards: Implementation of sustainability initiatives can be
strengthened linking employee responsibilities and organizational targets with employee
involvement, operational responsibilities and effective management of waste-water
management of steel plants (Deng et al., 2023). Green total factor productivity needs
organizational mechanisms to pursue green innovation and efficiency improvement with
encouraged employees and managers to meet technological changes and environmental
performance (Zheng et al., 2025).

3.3.2 Safety Excellence: Systematic hazard identification, implementation of preventive
measures, and strengthened occupational safety practices found essential for preventing
occupational accidents and injuries among iron and steel workers in West Bengal, India (Rajak
et al., 2022). Tappura et al. (2023) emphasised the importance of safety monitoring indicators
in facilitating continuous improvement through a systematic framework for measuring and
managing safety performance. Costa et al. (2024) observed through two field studies that
pushing interventions into working environment safer employee behaviour can be practised,
highlighting the potentiality of behavioural approaches to complement conventional safety
systems.
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4. Discussion and Conclusion

The strategic HR practices consists of three dimensions such as human capital development,
strategic leadership & participation, and sustainable performance & workplace excellence.
apprenticeship, competency mapping, skill development, and talent management come under
the dimension of human capital development. Leadership development, employee engagement,
and industrial relations come under strategic leadership & participation. Lastly, performance-
based rewards, and safety excellence come under sustainable performance & workplace
excellence. This categorization gives a clear distinction among the strategic HR practices
leading to decent work & economic development, which addresses SDG 8. Attending the
strategic HR practices in steel industries by their concerned managers would be easier and
simplified with this approach. Further research can be conducted in establishing impact of each
dimension of SDG 8. An ISM approach can be established by unearthing the relationships
among these SHRPs.

References

Abd-El-Salam, E. M. (2023). Exploring factors affecting Employee Loyalty through the
relationship between Service Quality and Management Commitment a case study
analysis in the iron and steel industry Al Ezz Dekheila Steel Company in Egypt. Cogent
Business & Management, 10(2), 2212492.
https://doi.org/10.1080/23311975.2023.2212492

PAGE NO : 54



Zhuzao/Foundry[ISSN:1001-4977] VOLUME 29 ISSUE 10

Akyazi, T., Goti, A., Bayon, F., Kohlgriiber, M., & Schrdder, A. (2023). Identifying the skills
requirements related to industrial symbiosis and energy efficiency for the European
process industry. Environmental Sciences Europe, 35(1), 54.
https://doi.org/10.1186/s12302-023-00762-z

Altreiter, C. (2021). Drawn to work: what makes apprenticeship training an attractive choice
for the working-class. Journal of Education and Work, 34(1), 1-13.
https://doi.org/10.1080/13639080.2020.1858228

Amin, M. H., Sharifi-Ghazvini, M., & Aghasi, S. (2025). Ranking the Factors Influencing the
Resilient Supply Chain in Mobarakeh Steel Company. Business, Marketing, and Finance
Open, 2(4), 1-11. https://doi.org/10.61838/bmfopen.2.4.1

Andreotti, M., Brondi, C., Micillo, D., Zevenhoven, R., Rieger, J., Jo, A., ... & Ballarino, A.
(2023). Sdgs in the eu steel sector: a critical review of sustainability initiatives and
approaches. Sustainability, 15(9), 7521. https://doi.org/10.3390/sul 5097521

Antonazzo, L., Stroud, D., & Weinel, M. (2023). Institutional complementarities and
technological transformation: IVET responsiveness to Industry 4.0-meeting emerging
skill needs in the European steel industry. Economic and Industrial Democracy, 44(1),
25-46. https://doi.org/10.1177/0143831X211059227

Arda, B., Atici, T., & Camg6z Akdag, H. (2025). Quantifying the Role of Corporate Values in
Sustainable Process Innovation: A Case Study from the Steel Industry. In The

International Symposium for Production Research (pp. 820-832). Cham: Springer Nature
Switzerland. https://doi.org/10.1007/978-3-032-22784-3 70

Berhan, E. (2020). Management commitment and its impact on occupational health and safety
improvement: a case of iron, steel and metal manufacturing industries. International
Journal of Workplace Health Management, 13(4), 427-444.
https://doi.org/10.1108/IJWHM-01-2019-0005

Botta, E. (2019). A review of “Transition Management” strategies: Lessons for advancing the
green low-carbon transition. OECD Green Growth Papers, 2019(04). Retrieved from:
https://www.oecd.org/content/dam/oecd/en/publications/reports/2019/04/a-review-of-
transition-management-strategies 29dfddb6/4617a02b-en.pdf, Accessed on 06.04.2025

Costa, S., Duyck, W., Van Wouwe, E., & Dirix, N. (2024). Nudging safety behavior in the steel
industry: Evidence from two field studies. Safety Science, 173, 106444.
https://doi.org/10.1016/1.ss¢i1.2024.106444

Deng, X., Zhou, F., Wang, Y. (2023). Practice Research on Zero External Discharge
Management of Biochemical Wastewater from a Steel Plant. In: Hu, Z., Wang, Y., He,
M. (eds) Advances in Intelligent Systems, Computer Science and Digital Economics IV.
CSDEIS 2022. Lecture Notes on Data Engineering and Communications Technologies,
vol 158. Springer, Cham. https://doi.org/10.1007/978-3-031-24475-9 52

PAGE NO : 55



Zhuzao/Foundry[ISSN:1001-4977] VOLUME 29 ISSUE 10

Evans, C., & Stroud, D. (2016). Greening steel work: Varieties of Capitalism and the
‘greening’of  skills. Journal of Education and Work, 29(3), 263-283.
https://doi.org/10.1080/13639080.2014.907487

Gajdzik, B., & Wolniak, R. (2021). Transitioning of steel producers to the steelworks 4.0—
Literature review with case studies. Energies, 14(14), 41009.
https://doi.org/10.3390/en14144109

Grouiez, P., & Klebaner, S. (2026). Contested green upgrading in global value chains: power
and governance in French steel decarbonisation. New Political Economy, 1-23.
https://doi.org/10.1080/13563467.2026.2698661

Karlsson, 1., Rootzén, J., Toktarova, A., Odenberger, M., Johnsson, F., & Goransson, L. (2020).
Roadmap for decarbonization of the building and construction industry—a supply chain
analysis including primary production of steel and cement. Energies, 13(16), 4136.
https://doi.org/10.3390/en13164136

Katili, P. B., Wibowo, W., & Akbar, M. (2021). The Effects of Leaderships Styles, Work-Life
Balance, and Employee Engagement on Employee Performance. Quantitative
Economics and Management Studies, 2(3), 199-205.
https://doi.org/10.35877/454R1.qems319

Kesari, B., & Verma, B. K. (2018). Does the leadership style impacts on employee outcomes?
A study of Indian steel industry. Global Business Review, 19(6), 1602-1621.
https://doi.org/10.1177/0972150918793734

Kreinin, H., & Aigner, E. (2022). From “Decent work and economic growth” to “Sustainable
work and economic degrowth”: a new framework for SDG 8. Empirica, 49(2), 281-311.
https://doi.org/10.1007/s10663-021-09526-5

Kumar, A., Sethi, S. R., & Sahoo, C. K. (2026). Forging a sustainable future: exploring the role
of green HRM in the steel sector. Strategy & Leadership, 1-30.
https://doi.org/10.1108/SL-10-2025-0337

Marlapudi, K., & Lenka, U. (2025). Enhancing human capital for Industry 4.0: a case of Indian
manufacturing sector. Journal of Intellectual Capital, 26(2), 446-468.
https://doi.org/10.1108/J1C-09-2024-0268

Morioka, H., Sakakibara, K., Nakamura, M., & Yamada, S. (2025). Development of a Talent
Management Support System for Sustaining Organizational Human Capability. In
International Conference on Flexible Automation and Intelligent Manufacturing (pp.
614-622). Cham: Springer Nature Switzerland. https://doi.org/10.1007/978-3-032-
07675-5_61

PAGE NO : 56



Zhuzao/Foundry[ISSN:1001-4977] VOLUME 29 ISSUE 10

Miiller-Jentsch, W. (2018). Seven decades of industrial relations in Germany: Stability and
change through joint learning processes. Employee Relations, 40(4), 634-653.
https://doi.org/10.1108/ER-01-2017-0016

Rajak, R., & Chattopadhyay, A. (2026). Prevalence and risk factors of non-fatal occupational
injury among male workers in India: a systematic review and meta-analysis. BMC Public
Health, 26(1), 440. https://doi.org/10.1186/s12889-025-25965-2

Rajak, R., Chattopadhyay, A., & Maurya, P. (2022). Accidents and injuries in workers of iron
and steel industry in West Bengal, India: Prevalence and associated risk factors.
International Journal of Occupational Safety and Ergonomics, 28(4), 2533-2540.
https://doi.org/10.1080/10803548.2021.2012021

Salamatian, N., Shaemi Barzoki, A., & Nasr Isfahani, A. (2024). Designing a talent
management model in Mobarakeh Steel Company. Human Systems Management, 43(5),
773-788. https://doi.org/10.3233/HSM-220179

Shaheen, M., Azam, M. S., Soma, M. K., & Kumar, T. J. M. (2019). A competency framework
for contractual workers of manufacturing sector. Industrial and Commercial Training,
51(3), 152-164. https://doi.org/10.1108/ICT-10-2018-0080

Singh, L.R. (2024). JSW Steel—Journey with Speed and Innovation. In: Divakar, R., Murty,
S.V.S.N., Srikanth, S., Gokhale, A.A. (eds) Indian Metallurgy. Indian Institute of Metals
Series. Springer, Singapore. https://doi.org/10.1007/978-981-99-5060-7 9

Singh, R. K., & Gupta, U. (2018). Social life cycle assessment in Indian steel sector: a case
study. The International Journal of Life Cycle Assessment, 23(4), 921-939.
https://doi.org/10.1007/s11367-017-1427-3

Singh, R. K., & Gupta, U. (2018). Social life cycle assessment in Indian steel sector: a case
study. The International Journal of Life Cycle Assessment, 23(4), 921-939.
https://doi.org/10.1007/s11367-017-1427-3

Stroud, D., Evans, C., & Weinel, M. (2020). Innovating for energy efficiency: Digital
gamification in the European steel industry. European Journal of Industrial Relations,
26(4), 419-437. https://doi.org/10.1177/0959680120951707

Stroud, D., Weinel, M., & Hale, R. (2026). Learning for Al in industrial settings: the
importance of transversal skills for Al in the metallurgy sector. Journal of Workplace
Learning, 38(5), 420-437. https://doi.org/10.1108/JWL-06-2025-0180

Tappura, S., Haapavirta, R., & Jadskeldinen, A. (2023). Designing a map for measuring and
managing safety performance. International Journal of Occupational Safety and
Ergonomics, 29(2), 613-626. https://doi.org/10.1080/10803548.2022.2061759

PAGE NO : 57



Zhuzao/Foundry[ISSN:1001-4977] VOLUME 29 ISSUE 10

Thawornsujaritkul, T., & Boonnual, C. (2024). The impact of lean management on sustainable
performance: the moderating role of employee performance in the steel industry. Journal
of Ecohumanism, 3(8), 2116-2132. https://doi.org/10.62754/joe.v3i8.4891

Zheng, Y., Yuan, X., Liu, D., Tang, J., & Fu, H. (2025). Evaluating green total factor
productivity in Chinese port listed companies based on biased technological change
perspective. Environment, Development and Sustainability, 1-28.
https://doi.org/10.1007/s10668-025-06935-5

PAGE NO : 58



