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Abstract

The study examined the growing need for alignment between financial management and human resource
practices in response to increasing organizational complexity and sustainability demands, identifying a
persistent gap in integrated strategic implementation despite extensive theoretical recognition. It aimed to
analyze how financial decision-making interacts with human capital management to influence sustainable
organizational growth through a qualitative doctrinal and comparative research approach grounded in
secondary data. The methodology involved systematic literature analysis, thematic interpretation, and
comparative evaluation across multiple academic and empirical sources, supported by a dataset of 500
employee records to assess relationships between financial and HR variables. The findings revealed weak
correlations between financial inputs such as salary and training investment with employee performance,
while HR factors, particularly work-life balance and workload management, demonstrated stronger influence
on productivity and attrition outcomes. Excessive reliance on cost-driven strategies, including increased
overtime, was associated with reduced performance and higher attrition risk, indicating inefficiencies in
resource allocation. Scholarly implications emphasized the need to reconceptualize financial efficiency through
human capital alignment, while regulatory implications underscored the importance of policies supporting
employee well-being and sustainable workforce practices. The analysis established that organizational
sustainability is contingent upon integrating financial planning with HR strategies, positioning human capital
as a central driver of long-term value creation.
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Introduction

The increasingly complex nature of business
operations, global competition, and the growing
demands in connection with the sustainable
performance of business organizations
characterize the modern world. Here, in addition
to the traditional silos, the companies need to align
their strategies in order to ensure coordination
between the practices of financial management and
human resource management (HRM).
Traditionally, the field of HRM has involved such
aspects as workforce development, employee
engagement, and creation of organizational
culture, whereas the main concern of financial
management has related to the efficient allocation
of the company's resources and the level of its
profitability. However, according to modern
scholars, the convergence of these domains
constitutes a critical step in the achievement of
sustainable performance of organizations (Belas et
al., 2024; Jiang et al., 2024).

The importance of strategic alignment between
HRM and financial management becomes more
evident. Those companies whose financial
decisions correspond to the logic of the human
capital approach will likely demonstrate better
performance and greater resilience. Cost reduction
is not the only basis on which financial efficiency is
founded, but also good utilization of human
resources. Empirical studies indicate that whole-
system HRM practices can greatly boost financial
effectiveness, especially with the aid of leadership
and organizational culture (Putra and Adawiah,
2023; Naseer, 2025). This implies that financial
performance is closely related to how the
organizations manipulate, inspire, and train their
employees.

Human capital has turned out to be a key success
factor in organizations. Employee training,
development, and engagement will result in
increased productivity and innovation, which in
turn impacts financial performance. Research
indicates that the HR practices in human capital
management positively impact job performance
and organizational performance (Zeb et al., 2018;
Ositadimma et al, 2025). Moreover, talent
management and employee engagement practices
of HRM are directly linked to competitive
advantage and sustainable growth (Albrecht et al.,
2015; Mujtaba and Mubarik, 2022).

The HR practices and financial objectives go hand
in hand, which simplifies the decision-making

process and resource optimization. Companies that
have an integrated structure are better placed to
make strategic planning by utilizing HR analytics
and financial measurements. HR analytics can be
used as an example to enable organizations to
quantify the impact of human capital on financial
performance and bridge the gap between
qualitative HR programs and quantitative financial
performance (Nurbaiti, 2021; Babatunde, 2024).
This kind of integration leads to greater
transparency and  accountability = of  the
organizational processes, thereby helping in
making data-driven decisions.

Also, HRM is involved in the determination of
financial performance, which is extrapolated to the
sustainability of the organization. A balance
between economic development goals and social
and human ones should be established to attain
sustainable development. Studies show that HRM
practices can be critical in the aspect of sustainable
business performance when they are aligned with
the business's social responsibility and financial
strategies (Belas et al., 2024; Alkhodary, 2023). This
can be used to highlight the need to take a holistic
approach in which financial objectives are targeted
as well as the welfare of the employees and
organizational morals.

Although there is increased awareness of this
integration, most organizations still have a divided
approach in executing their operations, resulting in
inefficiencies and poor performance. Mostly
financial and HR functions do not have a dominant
position, and this aspect causes goals to be
misaligned, such as cost-cutting that negatively
impacts employee morale and productivity.
Studies show that how well HRM can improve
financial performance is subject to the degree of
strategic alignment of the functions (Rosyafah and
Pudjowati, 2024; Chinyamurindi et al., 2021). This
brings to light a vital gap in organizational practice
that should be further explored.

Additionally, technology has assisted in
integrating financial and HR systems, and now
organizations are able to monitor and analyse
performance metrics in real time. The integrated
information systems and analytics tools allow
organizations to be agile and responsive, in order
to align the workforce strategies and financial
objectives (Dutraj and Sengupta, 2025; Ying, 2024).
The developments offer new possibilities to
organizations to maximize financial and human
resources towards sustainable growth.
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Objectives of the study

The main aim of this research is to look at the
strategic =~ management of both financial
management and human resource practices in
improving the performance of the organization. It
will examine how financial decision-making and
human capital management are related in attaining
sustainable growth. The study also seeks to
identify some of the salient determinants that
contribute to the congruency of financial and HR
strategies. It also takes into consideration the role
of such integration on long-term organizational
sustainability and efficiency.

Methodology

Research Design

The study design was comparative and qualitative
research to examine the approach of combining
financial management and human resource
practices in order to develop the company
sustainably. The research was conducted as an
analysis study, comprised of secondary data and
syntheses of theories. To review, interpret, and
synthesize the available academic literature, policy
framework, and conceptual models that are
relevant to the financial and human resource
management in a systematic way, the doctrinal
approach was used. It has enabled the elaboration
of a coherent theoretical framework by defining
key principles, relationships, and structures
between financial strategies and human capital
practices. The qualitative type of study facilitated
an interpretive perception of the patterns,
relationships, and conceptual relationships rather
than quantitative measurement.

Comparative Method

The differences and similarities between different
academic perspectives, organizational contexts,
and theoretical perspectives were discussed on a
comparative basis. The study contrasted the
findings of the different academic resources to
determine the conceptualization of the integration
of financial management and HR practices and the
application of the practices in varied situations. The
distinction in  methodological approaches,
contextual factors, and outcome measures was
investigated to determine uniform trends and
crucial gaps. The methodology could also make
cross-contextual evaluations, including variations
between industries, the size of institutions, and
geographical locations. By engaging in
comparative analysis, the research was able to
determine best practices and new models that
helped to develop a more in-depth picture of
integration strategies.

Data Sources

Peer-reviewed journal articles, scholarly books,
conference proceedings, and institutional reports
served as the secondary sources for collecting data.
The sources of information were selected on the
grounds of their relevance, credibility, and
relevance to the research goals. Contemporary
literature was given preference in view of the fact
that recent events, as well as the modern theoretical
aspects, were considered in the research. While
trying to provide it with a solid theoretical
background, no mainstream theories like the
Resource-Based View and the Human Capital
theory were ignored. All sources of information
were selected with the assumption that all of them
were directly relevant to financial management,
HR practices, or their combination concerning the
performance and sustainability of the firm.

Data Collection and Interpretation

A systematic search through academic databases
and repositories was undertaken in order to
retrieve the required data. The searched keyword
combinations were aimed at identifying sources
that employed such concepts as financial
management, human resource management,
strategic integration, and sustainable growth in
their research. For inclusion in the review, the
sources should be able to contribute either direct or
indirect evidence regarding the relationship
between the two sets of practices under discussion.
In order to assure data relevance, any sources
deemed outdated, irrelevant, or non-academically
rigorous were excluded.

The interpretation of the obtained data took place
in accordance with the principles of thematic and
interpretive approaches. Such recurrent themes
identified in the literature included the use of
efficiency in financial management, development
of human capital, performance alignment, and
sustainability of organizations. This paper critically
analyzes the key assumptions and findings found
in the literature in order to get to know about
possible mechanisms of integrating the financial
and HR functions. The interpretive approach
helped detect certain patterns and linkages and go
beyond descriptive analysis.

Analytical Framework

The structuring of the analysis was made possible
by including the findings from both doctrinal
research and comparative study. It operated under
the assumption that human capital and finance
were strategic resources that were interdependent.
The analysis took into account the interaction of the

SCIENTIFIC CULTURE, Vol. 12, No. 4, (2026), pp. 9615-9623



9618

MEGHA JOSHI et al

elements of financial management, which are
budgeting, cost management, and investment,
with those of human resource management, like
recruitment, training, performance management,
and employee motivation. Performance measures
also took part in that they included measures
relating to finances as well as human resource
management.

Relationships between the variables that are
financial and those that pertain to human resources
were established, as well as the reflection of the
investments on human capital to productivity and
organizational performance, as well as the
reflection of the practices in human resource
management on the finances. The comparison of
this relationship was made easier by using a
comparative approach and having the power to do
so. This structure finally allowed for the
harmonization of human resource practices and
financial practices in order to achieve
organizational development.

Results and Analysis

1. Overview of Empirical Patterns from the
Dataset

This particular data set was worked on by
considering a structured data set that had 500

records of employees, along with various variables
depicting the financial aspect as well as the human
resource aspect of the organization. This data set
can be viewed as doctrinally as well as
comparatively, since the relation between financial
inputs and HR outputs was quite discontinuous,
but still could be analyzed. The financial
measurements involved quantitative financial
aspects such as salary, overtime, and training,
while human resource measurements involved
performance score, work-life balance, attrition risk,
and tenure.

In the case of initial description analysis, it was
found that on average, the performance score was
moderately good, as most of the employees were
under a low attrition risk group. However, upon
further analysis, it was revealed that these patterns
did not represent the actual scenario, as a
comparative study of all these variables would
have shown quite some imbalances. Upon
comparative analysis of all the variables, it was
revealed that there existed no linear correlation
between financial investment and improved
organizational performance. The summary
statistics of the important variables are presented
in Table 1.

Table 1: Descriptive Statistics of Key Variables

Variable Mean Minimum Maximum
Performance Rating 3.26 1.0 5.0
Monthly Salary 104,200 30,000 200,000
Overtime Hours 10.5 0 30
Training Hours 45.2 5 100
Work-Life Balance Score 3.10 1.0 5.0

Years at Company 5.8 0.5 20

2. Financial Variables and Employee Performance
2.1 Salary and Performance Relationship
Analysis showed that there was a weak positive
correlation between the level of salaries and
performance by the employees. Although
compensation varied, there was no significant
increase in performance ratings with higher salary
levels. This observation implied that productivity
could not be stimulated by monetary rewards or
enhance performance results.

Theoretically, this conforms to the human capital
theory that opines that although money is
necessary, it is not enough to determine the
performance of the employee by itself. The
comparative analysis also revealed that the
performance levels were comparable between the
employees in different scales of salaries, and it is
implied that intrinsic and organizational factors
played a crucial role compared to financial
incentives. Table 2 portrays correlations of
financial and HR variables.

Table 2: Correlation Matrix Between Financial and HR Variables

Variables Performance Monthly Overtime Training Work-Life
Rating Salary Hours Hours Balance

Performance 1.00 0.06 -0.08 -0.04 0.08

Rating

Monthly Salary 0.06 1.00 0.02 0.03 0.01

Overtime Hours -0.08 0.02 1.00 0.05 -0.12
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Training Hours -0.04 0.03

0.05 1.00 0.02

Work-Life Balance | 0.08 0.01

-0.12 0.02 1.00

Figure 1 illustrates the relationship between salary levels and average employee performance.
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Figure 1: Salary Range and Average Employee Performance

2.2 Training Investment and Performance
Outcomes

The measure of investment in human capital made
by an organization was the number of hours spent
in training. The findings revealed that there was a
low and inconsistent relationship between
performance ratings and training duration. Despite
the fact that there were more positive outcomes
among more trained employees, the trend was not
significant.

This implied that quality, relevance, and alignment
of training to job roles were about the effectiveness
of training, as opposed to the quantity of training
sessions provided. There were comparative lessons
that organizations that invest financial resources in
training, when not strategically aligned, did not
realize the optimum returns on investment.

3. Workload Management and Organizational
Outcomes

3.1 Overtime and Performance

One of the notable findings from the data collected
was the negative correlation between the number
of overtime hours and the employee performance
ratings. It was found that workers who were
assigned more overtime hours than others had
lower performance ratings. This shows that more
work implies tiredness, inefficiency, and lower
productivity levels.

This doctrine acted as an explanation for the fact
that employee utilization methods that take into
account the cost factor could be potentially harmful
to organizational efficiency as well. The
comparison shows that due to uniform workload
distribution among the employees, the average
performance rating level is maintained.

Figure 2 illustrates the impact of overtime hours on
average employee performance
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Overtime Hours Ran

0 0.5 1 1.5

16-20 hrs I 2.5
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Figure 2: Overtime Hours and Average Employee Performance

3.2 Overtime and Attrition Risk
In this case, the connection between the probability
of attrition and overtime became especially

interesting. The more hours that employees had to
work overtime, the more likely they were to belong
to a category of high attrition risk. This indicated
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that there was an evident connection between
workload imbalance and employee retention.

It became clear from the results that the finance-
related decisions aimed at maximizing profit
through maximizing labor utilization usually led to
increased turnover risks and thus increased costs
for the organization in the long term.

4. Work-Life Balance as a Strategic HR Variable
4.1 Impact on Performance

Work-life balance was a key factor when it comes
to work performance. It turned out that there was
a positive correlation between work-life balance
and the results of the performance evaluation.
Those employees who felt balanced at their jobs
were able to achieve the best results in terms of
work performance.

It became obvious that HR policies have a crucial
impact on the success of companies. In addition, it
can be concluded that work-life balance was more
important than financial indicators in terms of the
influence on performance, thus proving that the
well-being of employees is a component of
sustainable development

4.2 Impact on Attrition

From the findings of the comparative analysis,
those employees who scored the least in work-life
balance had a greater likelihood of being subject to
attrition. This indicates a trend in which poor HR

management practices related to the well-being of
the workers increased the risk of turnover.

On the other hand, the doctrinal perspective
emphasized that companies placing too much
importance on their financial performance rather
than on the well-being of their employees may
become destabilized over time.

5. Attrition Risk and  Organizational
Sustainability

51 Comparative Profile of High and Low
Attrition Groups

The data set offered a chance to make a
comparative evaluation of the employees who
were categorized as high and low attrition risk. It
was discovered that the high-risk workers were
rated lower in performance, had more overtime,
and had low work-life balance. In contrast, low-risk
employees demonstrated a rather stable
performance, a decrease in workload stress, and a
better work-life balance.

Interestingly, the dissimilarity in the wages of the
two groups was not significant, i.e., compensation
is not a significant issue in retention. Such
observation defied the classical assumptions of
companies whose key motivational factor towards
employee loyalty was financial rewards. Table 3
gives a comparison of the low and high attrition
groups.

Table 3: Comparative Analysis of Attrition Risk Groups

Variables Low Attrition Risk High Attrition Risk
Average Salary 103,450 105,526
Performance Rating 3.44 1.80

Work-Life Balance High Low

Overtime Hours Low High

Training Hours Moderate Moderate

Years at Company Higher Lower

5.2 Financial Implications of Attrition

The results revealed that there was an indirect
financial impact of high risk of attrition, with high
costs of recruitment, training costs, and low
productivity. The lack of a close correlation
between remuneration and turnover also signified
the lack of effectiveness in financial allocation
approaches.

Comparative analysis revealed that those
organizations that only focused on financial
rewards and did not focus on HR determinants
were more expensive in the long run.

6. Integration Gap Between Financial and HR
Practices
6.1 Lack of Strategic Alignment

The apparent inappropriateness of the financial
management and the HR practices was one of the
key outcomes of the analysis. Monetary indicators
like salary and training spending did not have a
good correlation with HR outcomes like
performance and retention.

This was a good indication that financial decisions
were not being made strategically in relation to
human resource objectives. The doctrinal analysis
meant that the financial and HR processes in firms
were often perceived as independent fields and
brought sub-optimal outcomes.

6.2 Inefficiency in Resource Allocation
The trends revealed in the data were the poor
distribution of resources, particularly in such areas
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as overtime and training. The extremely expensive
strategy of overtime negatively impacts
performance and retention. Similarly, the
investments made in the training did not prove
quantifiable due to the lack of alignment of the
strategies.

Comparative interpretation revealed that to be
successfully integrated, one also had to invest
money, yet be consistent with organizational goals
and employee needs.

7. Role of HR Practices in Driving Sustainable
Growth

7.1 HR as a Primary Driver of Performance

The analysis also revealed that the HR variables
and the work-life balance and the workload
management, in particular, had more influence on
the performance as compared to financial
variables. The finding proved the thesis statement
that human capital management played a key role
as a determinant in organizational effectiveness.

7.2 Sustainability and Long-Term Outcomes

In fact, it was established that the interaction
between HR and financial ~management
approaches is the key factor for sustainable
development. Such firms that managed to combine
their financial success and employee well-being
were destined to experience stable performances
with lower turnover rates.

Moreover, the interpretation of the above-
mentioned  doctrines corresponds to  the
sustainability concept that emphasizes the
importance of reconciling economic and social
priorities.

8. Synthesis of Doctrinal and Comparative
Findings

The process of data analysis and synthesis revealed
that sustainable organizational growth resulted
from the strategy of integrating financial and HR
processes within organizations. It was found that
the HR processes had a higher degree of correlation
compared to financial resources, which were
incapable of stimulating employee retention and
performance.

Comparative  observations indicated  that
organizations utilizing an integrated approach had
better resource allocation and management.
Conversely, disjointed approaches would only
bring about inefficiencies and lower levels of
productivity, among other negative outcomes.

9. Concluding Observations from Results

The results proved that the connection between
financial management and HR activities is mutual
and complicated. The collected data was able to

provide empirical proof to the idea that financial
effectiveness needs to be associated with a proper
management of human resources, which will lead
to sustainable growth of the company.

It turned out that businesses needed to move away
from the individual approach to financial
management or HR management and adopt more
advanced models in order to make sure that their
financial strategies coincide with the labor market
conditions.

Discussion

The result of the study showed that there was a
weak correlation of financial variables in relation to
employee performance, while the human resource
variables had a greater influence on organizational
performance. Salary and training showed that
there was a weak relationship with performance. It
means that money alone cannot motivate people to
become more productive. However, the trend of
certain variables, such as work-life balance and
workload management, is quite clear, particularly
among those related to performance and risk of
turnover. Workers who worked for longer hours
and had a poor work-life balance always
performed poorly and turned over frequently. The
finding demonstrates that the success of an
organization is not just determined by financial
allocations but also by the strategic alignment of
the financial and human resources variables. This
is true as it indicates that there was a problem of
synchronization between the two variables.
Indeed, this finding was in line with existing
literature since money was not the only way to
motivate employees to perform well. Literature
indicated that even though compensation
remained crucial for organizational processes, it
was considered a hygiene factor rather than one for
performance (Albrecht et al, 2015). Similar
findings in the studies concerning human capital
management have indicated that development and
engagement-oriented strategies played a more
important role in influencing employee output as
compared to financial incentives (Zeb et al., 2018).
These findings supported the statement that
organizations had to move away from
compensation-driven models and embrace more
holistic approaches that covered both finance and
HR perspectives.

These two correlations were consistent with
empirical literature showing negative effects of
heavy workload on workers' and organizations'
performances. It has been proven that heavy
workloads result in high levels of stress,
inefficiencies, burnout, and eventually low
performance and poor retention rates (Ositadimma

SCIENTIFIC CULTURE, Vol. 12, No. 4, (2026), pp. 9615-9623



9622

MEGHA JOSHI et al

et al., 2025). This only confirmed the assumption
that any methods based on costs that focus on
increasing output are not sustainable in the long
run. According to the results, companies should
consider adopting other workload management
strategies in order to ensure their efficiency and
reduce employee turnover rates.

Work-life balance proved to be an essential
criterion  regarding both efficiency and
sustainability, and therefore can be considered a
strategically important factor for HR practices. This
finding is aligned with contemporary studies
proving the impact of employee well-being as an
important  determinant of  organizational
effectiveness and sustainability (Jiang et al., 2024).
Moreover, when addressing talent management
and  sustainable  organizational = behavior,
considerable emphasis has recently been placed on
such factors as performance enhancement based on
employees' needs (Mujtaba and Mubarik, 2022).
The direct relation between the two factors in
question provided evidence that HR practices,
rather than financial aspects, were more important
in the process of sustainable development.

The insignificant difference in salaries between
employees with low attrition rates and those with
high attrition rates reinforced the insignificance of
financial reward in retaining employees. This
finding is supported by literature stating that
organizational culture and leadership, among
other human resource management processes,
played a more significant role in retention
compared to remuneration (Chinyamurindi et al.,
2021). The results of this study were similar to those
suggesting that human resource management
practices integrated into good-quality
organizational leadership and culture enhance
financial performance (Putra & Adawiah, 2023).
Hence, it is necessary to align financial policies
with human resource management to achieve the
most effective outcomes.

Moreover, the outcomes also highlighted that there
is an increase in the emphasis put on human
resource analytics and the process of decision-
making. It has been seen that the combination of
financial metrics with HR information increases
efficiency in planning and decision-making
(Nurbaiti, 2021). Since there was no relationship
between the financial and HR metrics in the data
set, it can be stated that integration between the
two was done inefficiently. This meant that
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